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ABSTRACT
A STUDY OF BLACK WOMEN IN MANAGEMENT
(APRIL, 1981)
Maria C. Ramos B.A. University of New Haven
M.Ed and E.D., University of Massachusetts
Directed by: Dr. Norman Jean Anderson
The purpose of this study was to describe the career development pro-
cess of black women managers. A life period developmental model was used
to organize the data. The life periods were childhood, adolescence, col-
lege and professional training years, employment. Sections regarding the
subjects, own family situation and self evaluations were included.
The sample population (N=20) consisted of Black women managers (N=
10) and Black male managers (N=I0) provided the comparative group. Inten-
sive interviews of each subject were conducted by the researcher using a
structured interview schedule composed of 166 measurable variables. Chi
square analyses were used to determine the significance of sex effects in
the categorical data collected. Qualitative analysis was used to deter-
mine sex differences in the open data collection from responses.
It was predicted there would be major differences between the women
and men; however, results of the statistical analysis did not indicate
sex related differences. The career development process and critical in-
cidents were described, similarities and differences explored, and several
areas for professional development identified.
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CHAPTER I
INTRODUCTION
Statement of the problem
.
Over the past decade American organizations have recruited and pro-
moted people of color and white women into management positions as they
have attempted to comply with Equal Employment Opportunity (EEO) legis-
lation. Black women are members of this new genre of managers in pri-
vate enterprise and public service. No doubt they are few in number
constituting a disproportionately small percentage of: Employed Black
women, women managers and managers in general. However, their rarity is
not the only factor which makes them unique.
Consider the cultural and social biases the Black woman manager
must cope with as she develops her career and defines the reality of
her managerial role. Although EEO legislation may have forced organiza-
tions to deviate from their traditional hiring behavior to include Black
women and others, these changes have had varied effects on the percep-
tions and attitudes of their colleagues. Institutional racism and sex-
ism have kept the management profession almost exclusively the domain
of white men. The executive role is generally perceived as a white male
role. Yet, unlike Black men who share maleness with white men and un-
like white women who share whiteness with white men, the Black women de-
viates completely from the role stereotype. Consequentially, there is
an exaggerated incongruity in the perceptual fit between the Black woman
and the managerial role.
1
2The duality of her oppression compounds the biases which this mana-
ger faces, in turn complicating the assessment of the antagonism within
her environment. The concerns and accomplishments of the Black women
manager are not to be overlooked. However, the abundance of publica-
tions stimulated by the influx of women into management are based on
findings from the experiences of white women. Surely, there are some
commonalities, however, research specific to the Black woman manager is
imperative in order to be relevant and useful to them in their work.
Rationale for a career development study .
A career development study will yield the broadest base of infor-
mation about the Black woman manager. The scope of this career develop-
ment process is from childhood to adulthood, encompassing all aspects of
growth, learning, and life experiences that gradually alter her capabil-
ities and dispositions for the management profession. The study also
explores how her management career has influenced other roles she has as
mother and spouse.
The review of the literature and research germane to the specific
issues and concerns of Black women managers produced scattered and lim-
ited data. The career development study will provide a multi-faceted,
sequential view of their lives: The stress of their roles and benefits
of their achievements as reported by experienced Black women managers,
is crucial to the assessment of the quality of their lives organization-
ally and personally.
This study will advance a better understanding of the process of
career development for Black women managers. Similarities in life ex-
3perience and behavioral styles will be identified. Areas of possible
training and professional development will surface, and a foundation for
further investigation will be laid.
Purpose and objectives
.
The purpose of this study is to describe the career and life de-
velopment process of Black female managers. The study is explorative
and descriptive. Detailed information of the lives and careers of a
small population is organized according to sequential life periods.
Areas for training and professional development of the sample will be
identified. The specific objectives were:
1. To describe the relationships and experiences of Black
women managers during childhood, adolescence, college
or professional training and employment years.
2. To describe specific rewards and difficulties Black
women managers experience in the work situation.
3. To describe Black women manager's own family life
and their self-evaluations.
4. To describe the support systems and the needs Black
women managers are presently experiencing in their
management roles.
Assumptions .
The basic assumptions which guide the field of inquiry and research
methodology to be employed in this study are as follows:
--Subjects will respond honestly and candidly when inter-
viewed and when completing questionnaires.
4-“^e subjects accounts of their own experience are the best
source of information.
--Early life experiences play an essential and enduring part
in a person's mature life for it is during this time that
sexual identification and role-modeling primarily occur.
--Black women are oppressed in this country on the basis of
their biological characteristics-- Black and female and all
roles and positions they take in this society are impacted
by this dual oppression.
Limitations
.
Since all of the subjects will be chosen from the same geographic
area of the United States, the results cannot be generalized to other
areas. This sample will be purposely selected and not random. The find-
ings will be applicable to only those managers who meet the criteria
used for selection in this study. The male managers will constitute
the comparison group; however, the primary focus and objective is the
study of the female managers. Therefore, the literature and research
review is limited to material germane to the female managers.
Definition of terms .
• The following terms are operationally defined for purpose of this
study.
Organizations are social units (or human groupings) deliberately
constructed and reconstructed to seek specific goals. Corporations,
armies, schools, hospitals, churches, and prisons are included; tribes.
5classes, ethnic groups, friendship groups, and families are excluded.
Organizations are characterized by: (1) division of labor, power, and
communication responsibilities, divisions which are not random or tra-
ditionally patterned, but deliberately planned to enhance the realiza-
tion of specific goals; (2) the presence of one or more power centers
which control the concerted efforts of the organization and direct them
toward its goals; these power centers also must review continuously the
organization's performance and re-pattern its structure, where necessary,
to increase its efficiency; (3) substitution of personnel, i.e., unsat-
isfactory persons can be removed and others assigned the tasks. The
organization can also recombine its personnel through transfer and pro-
motion (Etzioni, 1964, p. 3).
Management is the allocation and utilization of human and technical
resources towards achievement of organizational goals through leader-
ship.
Manager is one invested with the power to carry out management
functions for the organization.
Career is the sequence of occupations, jobs, positions, throughout
a person's working life. The structured sequence of events in the life
of a person as she progresses in a job or as she changes from one job to
another in the occupational structure (Super, 1957, p. 131).
Career development is the process of growth and learning which sub-
sumes all instances of vocational behavior. The progressive increase
and modification of a person's capacities and dispositions for particu-
lar kinds of vocational behavior and of her repertoire of
vocational be-
havior. In this sense, career development encompasses all
aspects of
development which can be identified as related to work (Super, 1957,
p. 132).
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Black woman is a woman of African descent.
Racism is any attitude, action, or institutional structure which
subordinates a person or group because of their color. Racism is dif-
ferent from racial prejudice, hatred, or discrimination. Racism in-
volves having the power to carry out systematic discriminatory practices
through major institutions of society (Viewpoint, p. 1).
Sexism is the economic and social domination of members of one sex
by the other, specifically of women by men (Websters, 2nd College Edi-
tion, 1972) . Sexism involves having the power to carry out systematic
discriminatory practices through major institutions of society.
Organization of the dissertation
.
The dissertation is organized into five chapters. The first chap-
ter will consist of an introduction to the dissertation. The rationale,
objectives, significance of the study, and the overall organization, plan
and content of the dissertation are described. Chapter two will review
selected literature and research germane to Black women in management.
Contemporary employment trends of Black women in the labor force with
particular focus on the professional are presented to provide a concept-
ual framework. A general exploration of the literature and research
specifically about Black women in management is offered. Chapter three
presents the research methodology used in the study. Procedural steps,
instrumentation, data collection, sample, selection criteria, statistics,
and research design are presented in detail. The results of the study
7are presented and analyzed in chapter four. Finally, chapter five sum-
marizes the study, draws conclusions and sets forth recommendations for
further research.
CHAPTER II
RELATED LITERATURE AND RELATED RESEARCH
Introduction
.
This chapter is a review of selected literature and research ger-
mane to the issues and concerns of Black women in management. It be-
gins by providing the reader with a contextual framework within which
these women can be viewed. Contemporary employment trends are examined
to ascertain the status of Black women in the labor force. Particular
focus is placed on the Black female professional, and a brief explora-
tion of current literature on women in management is presented. Given
the purpose of this section no attempt is made to cover all of the lit-
erature available in these areas, only those most pertinent to the pri-
mary subject. Finally, this review concludes with literature and re-
search specific to the Black woman manager.
The Black women in the labor force :
focus on professionalism .
One statement which unquestionably can be made about Black women is
that they have a great "familiarity with the world of work" (Weathers,
1977, p. 16). In fact, the reason why they were kidnapped and brought
to America was to work and it has been their legacy ever since. Until
most recently, as a result of the women's liberation movement, the major-
ity of white women were not confronted in childhood with the expectation
of joining the labor force.
For the 52 percent of the black population who
are women, the opposite is true. Not only did
8
9a large proportion of black women learn at an
early age that it is normal for women to work,
but many were trained to believe that work was
essential for their economic survival (Weathers,
1977, p. 16).
Even with the increase of women workers (over the past 55 years the
ranks of women workers has risen from only 1 out of 5, to 2 out of 5 of
all workers) there are still proportionately more Black women in the
labor force than white women (U.S. Department of Labor, 1976, p. 1).
"Forty-nine percent of all minority women, but only 46 percent of white
women were in the labor force in 1975" (Weathers, 1977, p. 16).
The economic value of the Black women’s earnings are proportionately
greater for herself and her family than that of whites. Black men's in-
comes are lower than white men's incomes across all occupations (See
Table 2.3). There is more parity in incomes of the women when compared
according to race, although in the professional category Black women have
slightly higher incomes than white women (Refer Table 4). Whereas white
women's earnings accounted for only one fourth of their mean family in-
comes in 1974, Black women's earnings accounted for one third of theirs
(Weathers, 1977, p. 16). "Although the white woman usually can withdraw
from her profession and continue to live at the same economic standard,
the black woman who does so pulls the family to a lower standard of liv-
ing" (Epstein, 1972, p. 926). Another factor to consider in this discus-
sion is that where less than 1 out of 10 white families were headed by
women, 3 out of 10 minority families were headed by women. The minority
families were twice as likely to be poor as similar white families--54
and 25 percent respectively (U.S. Department of Labor, 19/1, p. 3).
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There are many reasons for the inordinate amount of female headed
Black families (Refer Table 1) . At face it may not appear so, but the
unemployment rates of Black men and women is one of the reasons. The
unemployment rates of Black males is twice as high as that for white
males (Refer Table 2). Most state welfare systems, which is where the
majority of Black families turn when in economic crisis, "have made it
a condition for receipt of certain types of aid that the male be absent
from the home that the woman be either divorced or abandoned along with
her children" (Staples, 1973, pp. 19-20). Hence, Black men may be forced
to leave their families to ensure their survival. This predicament is
worsened as a result of "the forces of the politico-economic system
which decreases their [Black men] number through war, political imprison-
ment, and the vicissitudes of ghetto life" (Staples, 1973, p. 33).
TABLE 1
PERCENT OF WOMEN IN LABOR FORCE, BY RACE
AND MARITAL STATUS, MARCH 1971
Marital Status Minority White
Total 47.9 41.8
Single 45.4 54.0
Married (husband present) 52.3 39.7
Widowed, divorced, or separated 43.1 37.6
Source: U.S. Department of Labor, Employment Standards Administration,
Women's Bureau. Facts on Women Workers of Minority Races, p. 3.
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TABLE 2.
UNEMPLOYMENT RATES, BY SEX, RACE, AND AGE, 1970 and 1971
Women Men
Race and age 1971 1970 1971 1970
Minority:
Total 16 years and over 10.8 9.3 9.1 7.3
16 to 19 years 35.5 34.4 28.9 24.9
20 years and over 8.7 6.9 7.2 5.6
White:
Total 16 years and over 6.3 5.4 4.9 4.0
16 to 19 years 15.2 13.3 15.1 13.7
20 years and over 5.3 4.4 4.0 3.2
Source: U.S. Department of Labor, Employment Standards Administration
Women's Bureau. Facts on Women Workers of Minority Races
,
p. 2.
This phenomena of Black female headed households has frequently re-
sulted in misinterpretation by some social scientists (Frazier, 1948,
Moynihan, 1965, Kardiner and Ovesey, 1951) proposing a theory of the
Black matriarch. Unfortunately, this theory has been incorporated into
the general societal image of the Black woman. Typically, they portray
the Black woman as domineering, strong, and emasculating in relation-
ships with Black men, sons and mates and forecast the breakdown of the
Black family as a result. Ladner in her book Tomorrow's Tomorrow The
Black Woman refutes the premise succinctly:
The female-headed household is assumed to be the
predominant family form although less than one
quarter of all Black families in the United States
are headed by a woman. (In 1965, 21 percent of
the families were female headed.) The popular
Moynihan report (The Negro Family: The Case
for National Action) aroused national fervor in
1965, when its author asserted that the Black
12
family had reached a stage of breakdown because
of the high precentage of female-headed house-
holds. Little consideration was given to the
fact that almost one fourth broken families in-
cluded those ruptured by death, desertion, sep-
aration, divorce as well as a perhaps higher
percentage of common- law arrangements which are
not considered in the marriage statistics as a
legitimate form (Ladner, 1972, p. 40).
Ladner is not alone in her refutation of the matriarchial view of
the Black woman. A number of authors concur and offer the following
reasons for dismissing that view.
1. The matriarchial black woman has been repeatedly
invoked as one of the fatal by-products of
slavery ... Lingering beneath the notion of the
black matriarch is an unspoken indictment of our
female forebears as having actively assented to
slavery. The notorious cliche the "emasculating
female" has its roots in the fallacious inference
that in playing a central part in the slave "fam-
ily", the black woman related to the slaveholding
class as collaborator. Nothing could be further
from the truth (Davis, 1971, p. 4).
2. Considering her heroic role in the face of nega-
tive elements which threaten her constantly, one
has cause for bewilderment at the cultural image
of the Black woman as a priviledged, domineering
segment of the Black population. .. Because Black
women had to be strong figures in order to ensure
their family’s survival, society labeled their
social structure a matriarchy .. .As for the pur-
pose of the myth of the Black matriarchy, culti-
vated by America's image makers, it is part of
the divide- and-conquer strategy that ruling
classes have used throughout history (Staples,
1973, p. 33).
Moreover, this image has been used (erroneously so) as a premise
for viewing the Black woman at an advantage in the employment arena. At
this point a full examination of the occupational distributions and mean
earnings by race and sex is essential to the discourse on Black women in
the labor force. (Refer to Tables 3 and 4.)
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TABLE 3
OCCUPATIONAL DISTRIBUTIONS AND MEAN EARNINGS FOR MALES,
1975
Occupational Group
Mean Earnings
Black White
Percent
Distribution a/
Black White
White Collar Workers $10,193 $15,018 19.7 42.1
Professional workers 10,830 16,108 7.1 15.4
Salaried 11,060 15,225 6.6 13.9
Self-employed N/A 24,509 0.4 1.5
Managers 10,901 16,732 3.8 14.5
Salaried 12,460 17,874 2.9 11.8
Self-employed N/A 11,678 0.9 2.8
Sales workers 8,066 13,195 1.8 6.1
Clerical workers 9,707 10,014 7.1 6.0
Blue Collar workers 7,396 9,521 59.0 45.7
Craftsmen 9,090 10,925 15.9 21.8
Operatives 7,553 9,119 27.2 16.8
Operatives excluding
transport 7,497 8,851 17.2 11.2
Transport workers 7,648 9,660 9.9 5.6
Laborers except farm 5,442 6,171 15.9 7.1
Service Workers 6,186 7,023 17.2 7.9
Private household
workers N/A N/A 0.0 0.0
Other service workers 6,200 7,037 17.1 7.8
Farm Workers 3,069 6,580 4.0 4.3
Farmers N/A 8,054 0.9 2.7
Laborers 3,023 4,087 3.1 1 .
6
Totals 7,565 11,515 100.0 100.0
N/A - Not Available
. „ c .
SOURCE: U.S. Bureau of the Census, Current Populati on Reports,
Series
P-60, No. 105 (1977), Table 53.
.
a/ Percent of the total number of workers within the racial
group who
“ worked within particular occupational groups. Components may
not add
to totals because of rounding.
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TABLE 4
OCCUPATIONAL DISTRIBUTIONS AND MEAN EARNINGS FOR FEMALES
1975
Mean Earnings
Percent
Occupational Group Black White Black White
White Collar Workers
Professional workers
Salaried
$6,631
8,678
8,753
$5,853
7,542
7,542
40.4
11.7
11.5
65.1
16.2
15 4Self-employed N/A 3,400 0.1 0.8
Managers 7,699 7,540 1.9 5.8
4.9
Salaried N/A 8,116 1.6
Self-employed N/A 4,388 0.3 0 9Sales workers 2,775 3,086 2.3 7.6
Clerical workers 5,936 5,398 24.5 35.5
Blue Collar Workers 4,183 4,416 18.8 15.0
Craftsmen N/A 5,255 1.0 1.5
Operatives 4,118 4,347 16.6 12.4
Operatives excluding
transport 4,147 4,389 16.2 11.7
Transport workers N/A 3,637 0.4 0.7
Laborers except farm N/A 4,051 1.2 1.1
Service Workers 3,222 2,755 39.4 18.9
Private household
workers 1,525 1,121 11.6 1.8
Other service workers 3,929 2,928 27.8 17.1
Farm Workers N/A 1,351 11.3 0.9
Farmers N/A N/A 0.0 0.2
Laborers N/A 1,433 1.0 0.7
Totals 4,746 5,009 100.0 100.0
N/A - Not Available
SOURCE: U.S. Bureau of the Census, iCurrent Popul ation Reports, Series
P-60, No. 105 (1977), Table 53.
a/ Percent of the total number of workers within the racial group who
worked within particular occupational groups. Components may not add
to totals because of rounding.
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Among Blacks, women have a higher percentage in the white collar
occupational group than the men have in the same group.
Although more than 50 percent of black female
professionals are in teaching, social work,
and nursing, black women have constituted
more than half of all black professionals
since 1940. In 1970 for example, 5.4 per-
cent of all American professionals were
black. Of that group 61.2 percent were
women (U.S. Congress, 1970, p. 7).
The higher status jobs (i.e., white collar workers) normally require
more education and training, has sometimes been viewed as a preference
for Black parents to educate their daughters at the expense of their
sons (Jackson, 1973, p. 215). Jackson dismisses this view in her pub-
lication Black Women in a Racist Society
,
stating:
A realistic historical assessment of Black
preferences for more education for females,
where preferences may have existed, should
be functionally related to the greater edu-
cational requirements for obtaining an occu-
pation as a public school teacher, with al-
most the only other visible occupations
for Black females then being that of domestic
employment, whereas most educational require-
ments for occupations open to the males (gen-
erally at higher income levels) were not
so stringent. Hence, what has usually been
translated as a greater preference for edu-
cating a daughter than a son may really have
been translated as merely trying to keep
the daughters away from "Mr. Charlie's
house" as a domestic servant and as a more
vulnerable sexual object (Jackson, 1973,
p. 230).
This thesis presented by Jackson is supported when the mean earn-
ings and occupational distributions, by race and sex are examined
(Re-
fer to Tables 2 and 3.) The mean earnings of Black males in the
blue
collar occupational group are similar to those of Black women
16
in the white collar occupational group. The highest percentage of Black
males is in that occupational group as well. The two highest percentage
groups for Black women are white collar workers and service workers,
which substantiates the either/or choice proposed by Jackson.
Black women in the white collar occupational group are predomi-
nately in salaried positions. There are several reasons for this pat-
tern. First, as previously stated most women are teaching, social ser-
vice and nursing professions (Jackson, 1973, p. 241). "Of the 480,000
minority race women employed in professional occupations in 1973,
200,000 were noncollege teachers and 78,000 were registered nurses"
(U.S. Department of Labor, 1975, p. 104). These professions are nor-
mally salaried. Secondly, in the medical and law professions which are
more amenable to self employment. Black women doctors and lawyers appear
to choose employment in salaried positions (Epstein, 1972, pp. 930-931).
Salaried positions offer more safety inasmuch as the client population
is assured and benefits such as retirment, life and health insurance are
typically provided by the employer. This also reflects the sense of
duty and service these women have for the Black community which they
typically work in (Epstein, 1972, pp. 930-931).
The percentage of Black women in the managers category is the low-
est percentage in that category by both race and sex. This is the one
category in the white collar occupational group where there is a higher
percentage of Black men than Black women, it is also the category in
that occupational group with the highest mean earnings for Black men.
For both races the women in this category received less earnings then
the men, as Hennig and Jardim state, "although women make up 39% of
the
17
labor force only. 5% are in the census category of officials, managers,
and proprietors earning $10,000 a year are women and this proportion de-
creases as salary increases (Hennig and Jardim, 1977, p. xxii)
.
The occupational distributions for Black women are considerably
different than that of white women. A study of these differences over
time, as presented in the 1975 Handbook on Women Workers (Refer to Table
5) indicates that these differences are narrowing. It appears that as
the number of minority women in white collar work such as, clerical work-
ers and professional and technical workers increase correspondingly, the
numbers in private household workers, decrease.
TABLE 5
DISTRIBUTION OF EMPLOYMENT OF WHITE AND MAJORITY RACE
WOMEN, BY OCCUPATION GROUP, 1963 and 1973
White
Minority %
Race
1963
0 5 10 15 20 25 30 35
1973
0 5 10 15 20 25 30 35 40
Clerical Workers
Service Workers
(except private
household)
Professional
and Technical
Operatives
Private Household
Workers
All other
Occupations
Source: U.S. Department of Labor, Women’s Bureau, 1975 Handbook on
Women
Workers, Bulletin 297. Washington, D.C.: Government Printing
Office, 1975.
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This is apparently the result of both the civil rights movement and
the feminist movement. For when we examine the same occupational dis-
tributions for minority women by age, the women younger than age 35 in
clerical jobs (35.5 percent) was approaching that of white women (39
percent). (Refer to Table 6.) Only 6 percent of minority women under
age 35 were private household workers as compared to 21 percent over
age 35 years (U.S. Department of Labor, 1975, p. 105). In the category
managers (refer to Table 4) there is only 1.9 percent Black women as
opposed to 5.8% white women. In other words, there are proportionately
three times as many white women managers as there are Black women man-
agers.
TABLE 6
DISTRIBUTION OF EMPLOYED MINORITY RACE WOMEN BY MAJOR
OCCUPATION GROUP, MARCH 1973
16-35 years of age 36 years and over
Occupation Group Percent 0 5 10 15 20 25 30 35 40
Clerical Workers
Service Workers
(except private
households)
Operatives
Professional and
Technical Workers
Private Household
Workers
All other
Occupations
Source: U.S. Department of Labor, Women's Bureau, 1975 Handbook on
Women Workers
,
Bulletin 297. Washington, D.C.: Government
Printing Office, 1975.
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Thus far, the reader has been provided with an overview of the
Black women in the labor force focusing on professionalism. We have
seen that there are proportionately more Black women in the labor force
than white women and the economic value of their earnings is greater to
themselves and their families than that of white women. The myth of the
Black matriarch has distorted the general image of the Black woman and
this carries over to the employment arena. While there are more Black
women than Black men in the white collar occupational group, most are in
the teaching, nursing, social service and clerical professions and earn
less than the majority of Black men who are in the blue collar occupa-
tional group as well as Black men in their peer group. Black female
professionals are typically in the secure salaried positions. Women re-
ceive the lowest earnings in the category manager. And Black women have
the lowest percentage of any other group in the job category manager.
Finally, we have seen that although there are considerable differences
in the occupational distributions of Black and white women those differ-
ences are narrowing. Apparently, this is a result of both the civil
rights and women’s liberation movement, because the most dramatic shift
is with young Black women.
Later on in this section a review of the literature specific to the
Black women manager is made. However, before doing so the contextual
framework is broadened, by providing the reader with a brief explora-
tion of current literature on women in management.
Women in management.
Affirmative action programs resulting from the civil rights
act
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one of the outcomes of the civil rights and feminist movements, have
opened up many employment opportunities for women including management.
Correspondingly, there have been numerous publications on the subject of
women in management. These publications vary in focus and orientation,
but, all respond to the newness of the woman manager and the awkardness
of their integration into male dominated organizations. Typically, the
subjects of these publications are white women, which is reflective of
the fact that they constitute the majority of women in management. The
objectives of this presentation are to:
1. Familiarize the reader with the scope of the litera-
ture in the area.
2. Isolate the issues and concerns particular to sexism.
3. Examine the attributes of the characteristics of the
successful managerial woman.
There are a number of publications that offer advice to the new or
potential employer of the woman manager. Gordon and Strober editors of
the book. Bringing Women into Management
,
present an overview of issues
concerning the employment of women in management positions. Loring and
Wells' book. Breakthrough: Women in Management
,
is another publication
which focuses on the recruitment, employment and advancement of women in
management positions, and they also look at the training needs of these
women. Other publications dealing with the training of women executives
are: A Program for Optimizing Women's Leadership Skills , a publication
of the National Association of Women Deans, Administrators and Counse-
lors; Women: a world view of their management development needs, by
Martha Burrow; and others.
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There are. also a number of "how to" publications for aspiring and
novice women managers. Dorothy Jongward's book, Women As Winners pre-
sents transactional analysis as a tool for personal growth. Quick and
Higgison wrote the book, The Ambitious Woman's Guide to a Successful
Career, which proposes to teach women strategies for reaching and handl-
ing upper-level positions in organizations. John Molloy's The Woman's
Dress for Success Book
,
advises women as to the appropriate attire for
successful women. Chipps and Jessup, focuses on women entreprenuers in
their book. The Woman's Guide to Starting a Business
. Women in banking
is another area, one publication being. The Shortchanged: Women and
Minorities in Banking by Rodney Alexander.
The focus of this section is the review of two publications in this
area; Men and Women of the Corporation
,
by Rosabeth Moss Kanter and
The Managerial Woman by Margaret Hennig and Anne Jardim. Ranter's book
is based on a case study of male- female roles and opportunities in an
American organization. Hennig and Jardim did a career development study
of executive women in Fortune 500 companies.
In her book Men and Women of the Corporation
,
Rosabeth Moss Kanter
presents an in-depth sociological analysis of the conduct and interac-
tional patterns between the sexes in a case study of an American corpora-
tion. To set the stage for this analysis, she first reviews the history
of industry from, the single entreprenuerships of men such as Ford and
Vanderbilt, to the family centered business of the same, to the large
conglomerates and multinationals of today. Simultaneously, she presents
the development of managerial science and the profession of management
as it evolved in response to the rapid growth of industry. The basic
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assumptions underlying the homogeneity of managerialism, i.e., white,
anglo, male, are explored comprehensively. Homosocial and homosexual
reproduction in management is evolved as a means of fostering trust,
facilitating communication and reducing uncertainty in this turbulent
task environment.
Management becomes a closed circle in the absence of
better, less exclusionary responses to uncertainty
and communications pressures. Forces stemming from
organization situations help foster social homo-
geneity as a selection process for managers and pro-
mote social conformity as a standard for conduct.
Concerned about giving up control and broadening
descretion in the organizations, managers choose
others that can be "trusted”. And thus they repro-
duce themselves in kind. Women are occassional ly
included in the inner circle when they are part
of an organization's ruling family, but more usually
this sytem leaves women out, along with a range of
other people with discrepant social characteris-
tics There is a self-fulfilling prophecy buried
in all this. The more closed the circle, the more
difficult it is for "outsiders" to break in. Their
very difficulty in entering may be taken as a sign
of incompetence, a sign that the insiders were right
to close their ranks. (Kanter, 1977, p. 68)
Upward mobility or promotion within the organization is the stan-
dard for success. Kanter presents both sides of the coin; the attri-
butes of the upwardly mobile and the consequences of their success and
the attributes of the stagnate and the consequences of their immobility,
for the individual and the organization. She identifies three sources
of opportunity blockage; "low ceiling occupation, individual failure
in high ceiling occupation, and wrong route to high ceiling occupation
(p. 139). And she offers three typical responses made by
those frus-
trated by opportunity blocks which are, "disengagement, substitute
so-
cial recognition, and conservative resistance" (p. 139). Kanter
states
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states
:
Though the group of people blocked because they
had come through a wrong route was small in rela-
tive numbers, it was critical for the organization
in other respects. These were generally the people
who reflected whatever committment the company had
to improving opportunities for the disadvantaged--
for women and minorities, for clerical and factory
workers.... There was just enough openness and
an occassional example to keep the illusion that
people in low-status jobs or without all of the
right credentials could eventually work their way
up, but the professional or management post that
represented the way out of the low mobility job
cluster was likely to come with its own very low
ceiling. (p. 139).
Power is important in the large organization and the lack of power
has behavioral consequences which effect a managers style. Basically,
powerlessness results in ineffective leadership styles typified by rigi-
dity and control. This type of leadership style has often been stereo-
typically attributed to women. This stereotype persists even without
empirical evidence to support it. Close examination of men and women in
similar positions indicate that differences in style are not sex- linked
differences, but rather power differences. Kanter demonstrated with
much supportive data that "people prefer the powerful as leaders ... .thus
,
a preference for men as a preference for power" (p. 199). "The bossy,
mean stereotype of the woman manager" is a perfect picture of people who
are powerless. .. ."powerlessness tends to produce those very character-
istics attributed to women bosses" (p. 203).
There are those deviants who are not white, anglo and male who are
managers, however they are few in number, frequently the only of their
type in their work group. Kanter explains the significance of propor-
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tions, the few and the many, on the social life of the work group and she
offers a theory and vocabulary to be used in understanding this phenom-
ena (pp. 208 - 209 ). Groups with only one kind of person are uniform
groups. Those having a large prepondence of one type over another are
skewed groups and those with greater numbers are dominants and the few
are tokens. A tilted group has less extreme differientiation, the domi-
nants are now the majority and the tokens the minority. And finally
there are the balanced groups with equal numbers of each. "The pro-
portional rarity of tokens is associated with three perceptual tenden-
cies visibility, contrast and assimilation" (Kanter, 1977, p. 210).
These perceptual tendencies increase enormously the amount of perfor-
mance pressure in an already stressful position. Kanter states that
there are three typical responses to this pressure: "to over-achieve
and carefully construct a public performance that minimized organiza-
tional and peer concerns, to try to turn the notoriety of publicity to
advantage, or to find ways to become socially invisible" (p. 219).
Kanter provides a balanced view of the problems which organizations
have in including women. She clearly demonstrates the bureaucratic ob-
structions that thwart the careers of qualified women, focusing on the
key issues of roles, opportunity, power, and numbers. Although, she
mentions the similarities in experience between women and minorities
within the organizations and on one occasion uses a Black man as an ex-
ample of someone in a low ceiling occupation, she never makes specific
reference to concerns of Black women managers. However, the process
described particularly in reference to tokens appears to be generic
hence applicable.
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In The Managerial Woman Margaret Hennig and Anne Jardim compare how
the difference in the socialization process has impacted the perceptual
and behavioral approaches of men and women regarding their careers.
They examine differences between women who have settled in middle manage-
ment and women who have advanced to top management positions. A major
portion of their book focuses in on twenty- five women in high level ex-
ecutive positions in Fortune 500 corporations. Hennig and Jardim found
striking similarities in the childhoods and career developments of these
women. Finally, they offer advice to women seeking successful careers
in organization management.
Patterns in the different perceptual and behavioral approaches of
men and women to their careers as a result of different socializations
processes emerged in the Hennig and Jardim study. They present these as
they are relevant to women:
1. There is a late career decision (10 years into
career) with career decision defined as a con-
scious committment to advancement over the
long term (Hennig and Jardim, 1977, p. 11).
2. There is a sense of passivity, "it just happened--
somebody did it for me," which effectively blocks
the ability to move freely between successful
past experience- -what the individual has learned
about her own strengths --and the demands of a
new situation (Hennig and Jardim, 1977, p. 11).
3. Third, there is the emphasis on individual self-
improvement as the critical factor determining
career advancement. It depends for its rationale
upon a belief in the effectiveness of the formal
structure, formal definitions, roles, policies,
the way things should be, and what it critically
omits is a sense of the organizational environ-
ment-- the informal system of relationships and
information sharing, ties of loyalty and of de-
pendence, of favors granted and owed, of mutual
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benefit, of protection--which men unfailingly
and invariably take into account to however
greater or lesser a degree (Hennig and Jardim,
1977, p. 12).
Twenty- five women presidents, divisional vice-presidents of nation-
ally recognized corporations were interviewed and wrote autobiographi-
cal statements and were compared to a match set of twenty- five middle
management women to ascertain differences as related to success (Hennig
and Jardim, 1977, p. 67). The data fell into five periods; (1) child-
hood, (2) adolescence, (3) college, (4) first career decade, and (5)
career maturity.
The issues for analysis in the group of twenty-
five were thus commonality of experience; the
process of career choice; self-concepts and
self-ideals; and the styles of behavior de-
veloped by these women in seeking to deal with
the additional factor of cultural and social
bias against them in the management setting
(Hennig and Jardim, 1977, p. 73).
The basic assumption of the study was "that their accounts of their own
experience would be the best source of explanation for the questions
raised. The major objective was to use their private realities to find
meaning that would lead to a more general understanding of the broad
issue of career development for women" (Hennig and Jardim, 1977, p. 75).
The results of the investigations were striking similarities in the
life experience of the twenty-five top level managers.
1. Twenty out of twenty-five were either first bom
or only children; five were not the eldest, but
on examination of their experiences were essen-
tially similar to those of a first bom child
(Hennig and Jardim, 1977, p. 76).
2. All had extremely close relationships with their
fathers and had been involved in traditionally
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masculine activities in the company of their
fathers from a very early age (Hennig and
Jardim, 1977, p. 76).
3. They had usually strong support from their
families in following their own interests
regardless of sex-role attributes of those
interests (Hennig and Jardim, 1977, p. 76).
4. They remained in the same company for many
years, most often their entire careers,
working themselves from lower levels up to
top management positions (Hennig and Jardim,
1977, p. 124).
5. Their relationships to their bosses were that
of protege/mentor, these relationships were
reflective of their relationships with their
fathers (Hennig and Jardim, 1977, p. 129).
6. All twenty-five took a moratorium from their
careers when they reached mid-life and middle-
management to re-evaluate, self-assess and
take some risks in their personal lives.
This moratorium was perhaps the most signi-
ficant difference enabling the transition
to upper management, between this group and
the middle management group that did not take
this time (Hennig and Jardim, 1977, p. 150).
There were other similarities in the twenty-five top level managers and
other differences between them and the middle management group, however,
these are the most outstanding.
Two basic advisements are offered by Hennig and Jardim to women as-
piring to success in upper level management.
"The first step lies in accepting that the
residues of difference male/female sociali-
zation will remain with us for the rest of
our lives... The second step is the most
critical of all. It is a decision whether
one really wants to succeed in a management
career, a career that requires competing
primarily with men, and competing with them
in a system they understand better and on
terms which they are far more comfortable
with and much more familiar (Hennig and
Jardim, 1977, pp. 157-158).
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The contextual framework within which the reader can view the Black
female manager has been provided. An overview of Black women in labor
focusing on professionalism and a brief exploration into current liter-
ature on women in management have been presented.
Black women in management
.
This section will review the literature and research specific to
the issues and concerns of the Black woman manager. The paucity of pub-
lications on this subject is apparent in the review which attempts to be
inclusive. Each publication will be thoroughly examined. They include
a variety of subtopics and methodologies.
In her two reports, ’’The Seed of Coming Free: an essay on Black Fe-
male Leadership" and "Dilemmas of Black Females in Leadership" Rhetaugh
Dumas reviews the myths and realities of the history of Black women in
the United States and describes the impact of the factors on Black fe-
male managers. She compiles a historical sketch of the Black women from
slavery to the present. In analyzing the situation of the Black woman
manager today she states:
And although increasing numbers of black women
are beginning to occupy important positions of
authority and prestige in organizations within
and outside black communities, there are forces
at work today as in the past that tax the physi-
cal and emotional stamina of these women, under-
mine their authority, compromise their compe-
tence, limit the power that they might conceiv-
ably exercise, and thus limit their opportunities
for rewards and mobility in the organizations--
not to mention the impact of these on job satis-
factions (Dumas, 1975, p. 5).
Dumas goes on to delineate the unrealistic expectations placed
on
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black executive women as a result of myths and stereotypes.
There is a general resistance to having black
women perform competently in formal, high-
status positions. Rather, the people around
them see a greater need for their assistance
in helping them to deal with the threats,
anxieties, and stresses of organizational
life. The preference is to have the black
woman assume a variety of functions that re-
semble those described for the black mammy
during the plantation era (Dumas, 1975, p. 84).
There are consequences to be paid by the Black executive woman if she
colludes with these expectations.
1. Many work long hours in activities related to
these symbolic roles, leaving less time and
energy available for task performance. Conse-
quently, doubts are raised as to their compe-
tence for the positions they hold (Dumas,
1975, p. 87).
2. Expected to have unlimited internal resources,
people around them are often insensitive to
their needs for support, reassurance or re-
lief (Dumas, 1975, p. 86).
3. Called upon by her boss to mediate problems
dealing with sex and/or race their identities
are often challenged and inner security
threatened (Dumas, 1975, p. 85).
4. Power is derived from relationships in the in-
formal system thus contingent on maintenance
of them and ability to meet demands of them
(Dumas, 1975, p. 84).
There are consequences to be paid for refusing to assume the sym-
bolic roles states Dumas.
When the black woman leader fails to give people
what they believe they need, she is perceived to
be deliberately depriving, and rejecting and,
therefore, hostile and potentially destructive
(Dumas, 1975, p. 90).
1. Fear, dependency and rage are the reactions
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to the aloofness of the black executive
woman
.
2. People supportive or close to her are
sometimes the recipients of these feel-
ings.
3. Resistance to work, hostile confronta-
tions between workers and unmet deadlines
are symptomatic of the dependency of sub-
ordinates (Dumas, 1975, p. 15).
Finally, Dumas concludes that the combination of sexism and racism
levy a heavy toll on the Black female executive and that their success
"lies in their ability to move back and forth between symbolic and task
directed functions" (Dumas, 1975, p. 23).
The data for Dumas' study was gathered from discussions with black
female leaders around the country, from her own experience as city of-
ficial, associate professor and administrator at Yale School of Nursing,
Tavistock consultant and branch chief in a federal agency as well as in-
formal discussions with over 500 participants in institutes, workshops
and group relations conferences.
In their book, Black Educators in White Colleges , Moore and Wag-
staff include a chapter on "The Black Woman in Higher Education." Al-
though the central theme of this chapter is not specifically adminis-
trators there are references made to them. This is a descriptive study
with no control groups, • however Black women are compared with white
women and Black men. Moore and Wagstaff charge both the women's liber-
ation organizations and researchers with overlooking the particular con-
cerns of Black women educators.
The women's activist organizations in academia,
with their voluminous research, their spate of
publications, and their hundreds of cases against
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colleges and universities charging discrimi-
nation, have not isolated and dealt with the
problems of black women in higher education.
Black women find themselves under the broad
categories women or minority women. And just
as the term minority group conceals the situ-
ation of a specific minority group, so the
category women hides what is happening to a
specific group of women.
. . For some reason
the researchers who go in and count female
heads fail to report the race differential
or what kind of jobs, ranks, and so on spe-
cific minority women hold, if any... The
problem of women in higher education is not
monolithic. It varies substantially between
the majority group and the minority group
and between two-year colleges and four-year
colleges. While white women may suffer only
sex discrimination, black women encounter
both sex and race discrimination (Moore and
Wagstaff, 1974, p. 161).
In their research they found that as in many other occupations Black
women M are at the bottom of the higher education heap" (Moore and Wag-
staff, 1974, p. 163). The data on Black women administrators which
came from 1,073 black female respondents are as follows:
Only five (1.1%) were deans, the highest
position held by Black women in a pre-
dominantly white college or university
(Moore and Wagstaff, 1974, p. 163).
Three (0.7%) were associate deans and
three were assistant deans (Moore and
Wagstaff, 1974, p. 163)'.
Of the 1111 two-year colleges in the U.S.,
only one Black woman ever headed an insti-
tution and that college was not predomi-
nately white (Moore and Wagstaff, 1974,
p. 163).
Most Black women serve as assistants to
assistants. Associate and assistant deans,
special assistants to provosts, administra-
tive assistants, coordinators, directors,
and human relations specialists are common
administrative titles which indicate suppor-
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tive capacities (Moore and Wagstaff, 1974,
p. 163).
These Black women respondents issued complaints about how they ex-
perience themselves in their roles. They expressed concern about what
they saw as a lack of power, authority and opportunity to make signifi-
cant decisions appropriate to their positions and titles. Some indi-
cated that their talents and abilities were not fully utilized, in fact
were only used to handle remedial programs and minority student issues
(Moore and Wagstaff, 1974, p. 163).
The authors predict extinction of Black women in higher education
administration in the near future.
The pessimism of the black female administra-
tor is understandable. It appears that she is
an endangered species. She has fallen prey to
a number of reversals and change; extreme
budget cuts; a withdrawal of foundation support;
a deescalation of student demands since 1971;
white females making demands for a larger share
of the rewards of higher education; black men
hired in preference to black and white women
in administration; the impermanence of many of
their positions and the apparent reluctance of
the appropriate federal agency to enforce af-
firmative action plans (Moore and Wagstaff,
1974, p. 165).
Rosie N. Doughty collected data from over 1,000 responses to a sur-
vey questionnaire entitled, "The Study of the Black Administrator, 250
were women, all from large city school systems. These female respondents
were assistant principals, principals, assistant superintendents, and
supervisory administrative types. The central focus of the original
study was not Black women, however, so this data has been gleaned
from
the responses to the survey and hence is scanty and the
generalizeabilitv
to the Black female administrator population is questionable.
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Doughty examines position as related to both sex and age. With sex
and position she found that Black women are infrequently found in admin-
istrative positions as compared to males (Doughty, 1977, p. 1). And the
percentage of women in the Black administrator group has dropped from
29.3% prior to 1966 to 24.3% post 1966 due to a preference for non-
white males (Doughty, 1977, p. 3). With age and position she found Black
women are generally older than both Black males and white males when they
assume their first administrative positions. They also peak at a lower
status appointment than male administrators.
Doughty discusses institutional manipulation as a means of under-
mining the power of Black women administrators and offers this analysis.
1. When a Black woman is hired to supervise Black
men, a competive rather than cooperative stance
may result between them, resulting in her iso-
lation and alienation (Doughty, 1977, p. 8).
2. Blacks may be geographically scattered making
communication difficult (Doughty, 1977, p. 8).
3. When a young Black women with a terminal de-
gree is brought in to direct older established
Blacks, she may be isolated as a result of her
age and degree (Doughty, 1977, p. 9).
In conclusion, she stresses the importance of the community and familial
support systems for Black female administrators in providing nurturance,
reality testing and reassurance.
Huck and Bray conducted a comparative study of Black and white fe-
males using the assessment center method of evaluation of management
ability and potential. The primary objective of the study was to vali-
date the methodology as opposed to studying the comparison between
Blacks and whites.
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There was very little difference and certainly
no significant difference, between white and
black subjects in the correlations of the Over-
all Assessment Ratings with Overall Job Per-
formance or Potential for Advancement. In
addition, tests of the regressions for the two
groups showed no significant difference (Huck
and Bray, 1976, p. 28).
Beverly Jensen wrote an article for the Black Enterprise entitled
"Black and Female, Too." She interviewed six Black women managers and
professionals regarding their experience of sexism and racism in their
organizations. Rosa Delette, is administrative assistant to the vice-
chairman of the Philip-Morris Company and says, "she has not felt the
sting of discrimination, a fact she attributes to her company's pro-
gressive personnel policy" (Jensen, 1976, p. 26). Delette sees her move
from bilingual secretary to her present position and the presence of
"Mrs. Whitney Young, Jr." on the board of directors as testimony to this
policy. Joan Mosley, is senior attorney for NBC having formerly been
employed by the NAACP. She views her major obstacle in the way of upper
mobility within NBC as being a "female lawyer in a male dominated corpor-
ation" (Jensen, 1976, p. 27). Mercedes Botts, a middle-manager in the
Department of Defense, was detailed to the National Commission on the
Observance of International Women's Year as a liaison officer. She
states that "Actually, except for the American Indian, there are no
unique problems among the different groups of minority women" (Jensen,
1976, p. 27). Although she sees racism as a problem for Black women,
the economic problems related to sex discrimination are paramount.
Patricia Moore, is a general agent with Fidelity Union and member of the
Million Dollar Roundtable. She states "My philosophy is that I don’t
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think of myself as a black woman or as a minority ... If you really want
to be successful, you shouldn’t use race or sex as a crutch" (Jensen,
1976, p. 29). Bemadene C. Washington is vice-president and general
manager of WVOC radio in Chicago. From her comments it appears that sex
discrimination and relationships with male subordinates were her primary
concerns. And Pearl Davis, executive secretary to the president of the
New York Yankees states, that she did not experience racial or sexual
discrimination from co-workers in the organization, but did experience
racial animosity from outsiders (Jensen, 1976, p. 29).
The responses Jensen received from these women seem to rule out
racism as a factor in their organizations and in some cases sexism, too.
The disclosure of their names and organizations in the article probably
diminished the candidness of their responses
.
Although Johnson's article, "Tomorrow's Black Money Managers" is
not about Black women managers he does interview Black MBA candidates,
some of whom are women. One of the difficulties expressed by a female
interviewee was the lack of respect given her classroom contributions
by male peers, classroom participation counting for 50% of the course
grade (Johnson, 1974, p. 30). The recruitment of Black women MBAs is
contingent on the company's need to relieve government pressure to ful-
fill affirmative action requirements.
Still here are disappointments. Despite the
ballyhoo about the rush to hire women, and
especially women MBAs and even more especially
black women MBAs, it appears that the inten-
sity of the recruiting search varies greatly
from company to company (Johnson, 1974, p. 30).
He concludes by acknowledging that all of those interviewed
expressed a
concern for using their abilities to assist the improvement of black
community life (Johnson, 1974, p. 30).
The richest body of data about black managers is found in John
Fernandez's comparative study of Black managers and white managers in
eight Californian firms. He had two primary objectives: first to study
the major determinants of career paths for Black managers in white cor-
porations; and second to critique the affirmative action programs of the
participating firms. The 116 Black managers included 23 women and the
156 white managers included 23 women. The eight companies consisted of
two banks, two public utilities, two manufacturing firms with the same
parent company and two smaller manufacturing firms, all were ficticious ly
named for purposes of anonymity. Six of the eight firms were listed in
Fortune 500 (Fernandez, 1975, pp. 5-7).
Fernandez collected the data by interviewing the subjects with an
administered questionnaire. This questionnaire was subdivided into major
sections including the managers; job histories, views and attitudes to-
wards opportunities for Blacks, manager's image of the most promotable
manager, biographical backgrounds, and the companies employment policies.
The presentation of findings occassionally differentiates between male
and female responses within racial groups. For the purposes of this re-
view a general overview of his findings are presented and a close review
of data specific to Black women managers are presented.
The study concludes that the major problem confronted by Black
managers in the corporate world is racism. Two forms of racism are ex-
posed: institutional racism and neoracism. Neoracism refers to
indi-
vidual white attitudes which are "more sophisticated, subtle,
and
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indirect forms which... tend to replace the traditional open forms that
were most highly elaborated in the South" (Fernandez, 1975, p. 196).
These two forms of racism work conjunctively to exclude Blacks from full
participation at all levels of the corporate hierarchy. The results of
all the aspects of this study corroborate this conclusion.
Wide discrepancies existed between whites and blacks regarding the
fairness in hiring and promoting Blacks in their own firms and in busi-
ness in general.
Most whites regard the hiring and promoting
policies of their own firms as very fair.
They do not see industry in general as nearly
as fair as their own firms. To the majority
of Blacks unfairness is rampant, both in
their own companies and the corporate world
as a whole... Only about a third of the
white managers think their companies are com-
pletely fair. Not even a tenth of the Black
managers think so. (Fernandez, 1975, p. 67,
73)
The Blacks who saw the least difference in fairness between their firms
and business in general were those from the firms with the weakest affir-
mative action programs. Those from the firms with the best affirmative
action program saw their firm as fairer than the corporate world in gen-
eral (Fernandez, 1975, p. 67, 73). This discrepancy in views between
Blacks and whites is related to the reality of their experience. Inequi-
ties in the career paths and work experiences of the Black and white man-
agers were revealed. Black managers are more qualified than their white
counterparts in education and work experience. "The Blacks' salaries
are also much below the whites' salaries" (Fernandez, 1975, p. 61).
There were no Blacks in upper management, few (0.4 percent) in middle
management and the rest in low level management positions (Fernandez,
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1975, p. 61). Twice as many white managers controlled budgets as com-
pared to Black managers. The white managers also had a much greater
span of control than Black managers (Fernandez, 1975, p. 63). Generally,
the Blacks who were managers were over-qualified and under compensated.
When questioned about the possible reasons for the scarcity of
Blacks in business, again there existed marked differences of opinions
between Blacks and whites. Both races give as the primary cause, racial
discrimination; however, there are two rationales offered only by whites,
these are as Fernandez states:
1. The Cultural Argument. Blacks lack the neces-
sary entrepreneurial attitude or ethic, as
well as the ambition, initiative, and dependa-
bility for success in the business world.
Furthermore, the argument goes. Blacks' life-
styles make them unable to fit well into cor-
porate life.
2. The Qualification Argument. Blacks lack the
educational achievement and other necessary
qualifications, such as experience and tech-
nical know-how to rise in business (pp. 78-
79).
Fernandez skillfully refutes both of these rationales with voluminous
supportive data, demonstrating their basis in neoracist ideology and
class discrimination which perpetuate the dominance of the majority cul-
ture and exclusion of Blacks.
The discussion of the managers image of the most promotable manager
and factors most harmful to promotion clearly indicate sexual discrimi-
nation. The managers agreed that the ability factors essential to pro-
motion were technical knowledge and a master's in business administra-
tion (MBA). There were also non-ability factors such as age, race, sex,
and national origin which effected promotional opportunities. Predicta-
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ably, the image of the most promotable manager was a white, protestant,
male with an MBA, who's under 45 years old and bom in the United States
(Femandex, 1975, p. 140). In a rank ordering of non-ability factors
harmful to promotion in business in general, Black and white managers
ranked female most harmful followed by Black, Chi cano, over 45, Oriental,
foreigner, and Jewish (Fernandex, 1975, p. 133). Fernandez states that
"the consequences of this image for business are both predictable and
narrow: ...Minority individuals and women will continue to be excluded
for reasons that may appear to be justified but are in fact subtly and
strongly sexist and racist" (p. 140).
Throughout the study the Black women were more critical of oppor-
tunities for Blacks in business and most dissatisfied with their work
environments and careers. Fernandez asked his subjects their views on
the fairness of employment policies in their firms and business in gen-
eral, he found:
"that unfairness is felt most by the Black
women managers— 53 percent agree that the
corporate world is extremely unfair. Such
a high percentage attests to the double
stigma carried by this group managers"
(p. 73).
Women of both races experience more dissatisfaction with their work en-
vironments than men; however more Black women were dissatisfied than
white women. This was indicative of their organizational status; there
were no Black women in upper management, only one Black woman in middle
management and 22 were in lower level management positions (Fernandez,
1975, p. 65).
This is the representative profile of a Black woman manager offered
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in the findings.
"This young woman, a lower level manager, is
28 years of age and comes from a family in
which her father completed high school and was
a sergeant in the Army. Her mother had only
ten years of schooling and was a housewife.
This manager has been a lifelong resident of
California and now lives with her husband in
Oakland in an almost all-black neighborhood.
Both she and her husband have only high school
educations and he works as an operating engi-
neer in a construction company.
She was raised as a Baptist but never goes
to church. She considers herself a liberal
democrat and has no organizational affilia-
tions. Like many other black women managers,
although she has frequent contact with whites
on the job,, her associations with them outside
are infrequent, primarily at parties and a few
personal friends not part of the company. And
again, like many other young black women, she
can hardly imagine marrying a white" (pp. 29-
30).
Fernandez presents a wealth of data about Black managers, their white
coworkers, and the firms they work in. He clearly demonstrates the in-
stitutional racism and neoracism that first of all excludes Blacks from
management, and secondly frustrates their aspirations and under utilizes
their talents and skills when they are managers. He discusses the self
perpetuating nature of present management and the racial and sexual dis-
crimination fundamental in promotional policies. Although comparisons
according to gender are of tertiary concern in this study, the data
yielding specifically about Black women managers is the most substantial
available.
The review of literature has provided a variety of perceptions of
the Black managerial woman. The Dumas study was basically, an interpre-
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tive analysis by the author on the impact of the covert processes stem-
ming from stereotypes and myths about Black women on their performance
as leaders. The Moore and Wagstaff publication discussed some concerns
of the Black female administrator in higher education. The Doughty ar-
ticle, "Training and Hiring of Educational Administrations: Considera-
tions for the Black Woman" was compiled as an afterthought to a much
larger survey and this was reflected in the superficiality of the find-
ings. The Huck and Bray study was conducted primarily to test the va-
lidity of the assessment center method, not to gain understanding of
racial differences in female managers. The Jensen article was an inter-
esting journalism piece, but the lack of confidentiality regarding re-
spondents clearly limits the depth of self-disclosure. The Johnson ar-
ticle on Black MBA candidates was obtusely related to Black women in
management, the female candidates were interviewed though they were not
the primary focus. Finally, Fernandez presented the most substantial
data on Black managers. The limited view of Black women managers indi-
cated they experienced the lowest level of job satisfaction and the
greatest environmental hostility as a result of racial and sexual dis-
crimination in their firms.
Summary
This chapter has reviewed the research and literature relevant to
the Black women managers. A contextual framework from which to view her
was provided in the section on Black women in the labor force and the
section on women in management. The examination of Black women in the
labor force focused on professionals. Black women have the lowest per-
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cent age of any other group in the job category manager and receive the
lowest earnings for this occupation. The brief review of women in man-
agement centered on two studies, Kanter's sociological analysis of male-
female relations in the corporation, and Hennig and Jardim's career de-
velopment study of women executives. There were no Black women in the
Hennig and Jardim study and none mentioned by Kanter. However, both
studies emphasized the sociocultural biases and obstacles hindering the
upward mobility of women in management. The last section of this chap-
ter attempted an inclusive review of literature specifically regarding
Black women managers. This review yielded exiguous data with occasion-
ally questionable validity. The Fernandez study of Black managers pro-
vided the most substantial data base which was attained from valid metho-
dology. Of all his subjects (Black, white, male, female) the Black wo-
men reported being most dissatisfied with their career situation and
most oppressed by racial and sexual discrimination in their firms. Over-
all, it remains the career paths of the few Black women managers, their
motivation and the support for their advancement in hostile environments,
is not adequately considered in the current literature.
CHAPTER III
METHODOLOGY
Introduction
.
This chapter describes the methodology used in the study. The chap-
ter is divided into four sections. First, the specific nature of the
sample population and the procedures of selection will be described.
Secondly, the design of the project will be presented. Thirdly, the
data collection procedures, instruments, and analysis are discussed. The
fourth section lists the specific questions answered by this investiga-
tion.
Sample
.
The sample population consists of ten black female managers and ten
black male managers. The mean age of the females is 50 years the range
was from 35 to 60 years, the mode was 44 years, and the mean age of the
males is 38 years the range was 31 to 54 years, the mode was 41 years.
All subjects were living in the northeast: 60 percent from Connecticut
(60 percent of the females and 60 percent of the males) ; 25 percent from
Massachusetts (10 percent of the females and 40 percent of the males)
;
and 15 percent from New York (30 percent of the females) . Seventy per-
cent of the sample population were employed in the private sector; this
group included 50 percent of the females and 90 percent of the males.
The remaining 30 percent of the sample population were employed in
the
public sector; this group included 50 percent of the females and 10
per-
cent of the males. The criteria for selection of this sample
were as
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follows
:
1. Full-time, continuous work history with jobs sequentially
related.
2. Line authority and preferably management of men and women.
3. Current position at upper management levels of the organi-
zation or a divisional operation or department.
4. Geographical proximity to the researcher.
The procedure for selection was as follows:
1. Potential subjects (27 men and 22 women), were chosen from
a survey of Who's Who Among Black Americans 1977-1978
.
2. Each potential subject was sent a letter introducing the
researcher and briefly explaining the study. Enclosed
with the letter was a postcard (pre-stamped and addressed)
on which questions regarding criteria, willingness to par-
ticipate, and telephone number were asked. They were re-
quested to answer the questions and return the postcard
(See Appendix A)
.
3. Upon receipt of the postcard, final selection of the
sample (ten males and ten females) was made based on
the information and according to the aforementioned
criteria.
4. The subjects were then contacted by telephone and
arrangements for interviews were made.
Design .
This is a descriptive, comparative study of a selected
group of
Black women and men managers. The men constitute the
control of com
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parative group. It is an ex post facto-design. Due to the small num-
bers of Black women managers and funding, it was not possible to conduct
a larger study which could control such factors as age, socio-economic
background of parents, ethnic background, etc..
Data collection and analysis
.
This career development study was explorative in nature, therefore
a broad range of topics regarding the lives and careers of the subjects
were investigated. The data were gathered through structured interviews
lasting approximately two and one half hours with each of the twenty sub-
jects. The interview schedule consisted of both open and closed ques-
tions focusing on the areas to be outlined in the specific questions sec-
tion and contained 166 measurable variables. All interviews were con-
ducted by the researcher, a Black woman, at the subject’s office. The
interview schedule was organized according to a life period developmental
model adopted from that used by Hennig in her doctoral thesis (Harvard
University, 1970). The life periods are: (1) childhood, (2) adoles-
cense, (3) college and professional training years, and (4) employment
years. Sections regarding the subjects own family situation and self-
evaluation are also included (See Appendix B)
.
The childhood period covers ages 0 to 12 years. The adolescence
period covers ages 12 to 18 years. The inclusion of child and adoles-
cense is necessary, because the experiences of these life spans shape an
individual's concept of self which endures into mature life. Adult role
modeling and the consequential sexual identification and development
of
career and life aspirations occur during these stages (Hennig, 1970,
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p. 111-116.) The examination of the early lives of the subjects was im-
perative to understand them and their career choices. The college and
professional training years include those years following high school,
commonly between the ages of 19 to 30 years. The subject's career paths
were directed by the initial career choices made in college and/or pro-
fessional training. During this period individuals tried their compe-
tence and talents amongst peers and professionals. For many this period
is the demarcation of their independence from parents and perhaps the
establishment of their own families. The employment years are those
years following training through to the present. This section focused
on the work experience and environment of the subjects, their final
career directions, fine tuning of competencies, and the fullfilment and
limitations of their aspirations. The section labelled own family situ-
ation focused on the composition of and nature of the subject's familial
relationships. Critical events such as marriage, births and divorce
were examined. The self-evaluation section consists of the retrospec-
tive and projective self analysis of the subjects' career performance.
Recommendations for the training of aspirant black executives will also
be sought.
A descriptive statistical analysis was conducted using the Code-
book Program of the Statistical Package for the Social Sciences (SPSS)
(Nie, Hull, Jenkins, Steinbrenner § Bent, 1975). The variables were
categorical in nature therefore chi square contingency coefficient anal
ysis was used. Percentages, means, modes, and other descriptive
statis
tics were obtained. The qualitative data collected from open
responses
was content analyzed.
Specific questions answered by this study
.
I. Childhood Period
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What is the most common structure of the family of orien-
tation structure among the Black women managers?
What is the most common family size?
What is the most common sibling order?
What are the regional origins of the woman?
What were the occupations of the parents?
What was the mother-daughter relationship like?
What was the father- daughter relationship like?
What types of recreational and school involvement did the
subjects have as children?
II. Adolescent Period
What kind of academic program were the subjects enrolled
in high school?
What kind of social organizations did they belong to?
What was the high school academic performance of the women?
What were their vocational/professional aspirations and
expectations during this period?
What were the reasons for choosing the particular voca-
tional and professional choices?
What did they do after completing high school?
III. College or Professional Training Years
What kind of college or training school did the woman attend--
sexual composition, racial composition, region of the country,
private or public?
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What were the reasons for choosing their careers?
Did they experience any economic, social, and personal
difficulties which interrupted their completion of college
degree?
What were their career and employment plans during this
period?
What people were influential in making career decisions --
teachers, friends, etc.?
What college degrees did they receive?
What was the field of study for the women?
What experience did they have during their professional
training years that they find most helpful to them now?
IV. Employment Years
General employment information - length of service in
present firms, number of years as managers.
What factors have contributed most to the career success
of the women?
What factors have hindered the career status of the women?
What have been their greatest career rewards?
Are the women satisfied with their jobs?
What are the women's future career expectations?
What are the women's relationships with subordinates and
peers depending on their race and sex?
To what degree are the women involved in the Black community?
If the women are involved, what is the form of their involve-
ment?
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V. Own Family Situation
What is the marital status of the women?
What is the composition of their families?
What is the size of their own families?
What is the occupation of their spouse/mate?
What is the nature of husband-wife relationship? How are
family decisions made? How are tasks allocated?
What is the nature of the mother-child (ren) relationship?
How are tasks allocated? Are the children supportive of
their mother’s career?
How does the husband feel about the wife's career? Is he
supportive or not?
VI. Self-Evaluation
What kind of support do the women receive from friends,
family, of orientation, professional associations, and
other groups or persons?
What decisions do the women seriously regret having made?
What do they consider their greatest accomplishments?
What is their next career move?
Are there any information or services they think would
facilitate their professional development and career ad-
vancement?
What information and services do they think would be use-
ful to facilitate the entrance of other Black women and
other minority women into the managerial role?
50
SUMMARY
This chapter has described the methodology used in the research
project presented in this disseration including: sample, design, data
collection and analysis, and specific questions answered. The results
of the 20 interviews will be presented in chapter four.
CHAPTER IV
RESULTS
Introduction
.
This chapter includes the presentation and discussion of the re-
sults of the data analysis for this career development study. The re-
sults of the data analysis are organized according to the life period de-
velopmental model outlined in Chapter III. Each major life period is fur-
ther subdivided using the specific questions to be answered by the study,
also outlined in Chapter III, as subtopics.
Black women (N = 10) and men (N = 10) managers were compared using
various programs of SPSS. The major part of the analysis consisted of
descriptive statistics, specifically percentages and content analysis of
open responses. A consequence of the small sample population (N = 20)
was difficulty in achieving statistical significance when chi square con-
tingency coefficient analysis was made on the data.
The discussion of the data analysis will follow the presentation of
the findings. Discrepancies and similarities between the experiences of
the women and men will be explored and at times compared with the find-
ings of related studies presented in Chapter II.
Results of Data Analysis
The results of the data analysis are organized according to the life
developmental model. Each major life period is further subdivided using
the specific questions to be answered by the study as subtopics.
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Childhood
• What was the most common structure of the family of orientation
among the black female executives?
TABLE 7
STRUCTURES OF FAMILY OF ORIENTATION (in %)
Both Mother Father Total
Women 70 30 0 100
Men 80 20 0 100
All Subjects 75 25 0 100
The most common family structure for the men and women (75 percent)
was the two parent family. Of the women 70 percent were raised by both
parents and 30 percent were raised by the mothers only. Of the men 20
percent were raised by mothers only, the other 80 percent of men were of
two parent families (see Table 7).
What was the most common size of the family or orientation?
TABLE 8
SIZES OF FAMILY OF ORIENTATION (in %)
Large Small Total
Women 50 50
100
Men 70
30 100
All Subjects 60 40
100
The majority of the subjects (60 percent) were members of large
fam-
ilies with four or more children. The other 40 percent
were members of
small families. The women were equally divided: 50
percent from large
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families and 50 percent from small families. Seventy percent of the men
were members of large families (see Table 8).
What was the most common sibling order ?
TABLE 9
SIBLING ORDER (in %)
First Bom Middle Sibling Only Born Total
Women 80 20 0 100
Men 30 50 20 100
All Subjects 55 35 10 100
Most of the women (80 percent) were first bom children, the remain-
ing 20 percent had younger and older siblings. Of the men 30 percent
were first born, 20 percent were the only child and the remaining 50 per-
cent had older and younger siblings. The distribution for all subjects
is first bom (55 percent), only bom (10 percent), and middle sibling
(35 percent) (see Table 9).
TABLE 10
REGIONAL ORIGINS (in %)
Northeast Southeast West Total
Women 50 30 20
100
Men 50 40 10
100
All Subjects 50 35 15 100
Fifty percent of all subjects are from the northeast, 35 percent
from the southeast, and 15 percent from the west. Of the
women 50 per
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cent were from the northeast, 30 percent from the southeast, and the re-
maining (20 percent) from the west. Seventy percent of all subjects were
from urban areas, 10 percent in surburban areas, and 20 percent in rural
areas. Statistical analysis reveals significance in this finding
(y
2 2df = .0432). Of the women 80 percent were from urban communities,
and 20 percent from suburbs. Of the men 60 percent were from urban com-
munities, and 40 percent from suburbs (see Table 10 and Table 11).
TABLE 11
TYPES OF COMMUNITY (in %)
Urban Suburban Rural Total
Women 80 20 0 100
Men 60 0 40 100
All Subjects 70 10 20 100
Note. x
2 2df = .0432
What were the occupations of the parents of the women?
TABLE 12
OCCUPATIONS OF PARENTS (in %)
White
Mother
Collar
Father
Skilled
Mother
Labor
Father
Housewife
Mother
Women 40 20 30 80
30
Men 0 10 40 90
60
All Subjects 20 15 35 85 45
The majority of fathers (85 percent) of the total sample were skilled
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laborers, the other 15 percent were white collar workers. Of the mens'
fathers 10 percent were white collar workers and 90 percent skilled la-
borers. Of the women 20 percent of their fathers were white collar work-
ers and 80 percent were skilled laborers.
Most of the mothers (55 percent) of the men and women were employed,
20 percent in white collar jobs and 35 percent as skilled laborers, the
other 45 percent were housewives. Seventy percent of the mothers of
women subjects were employed, 40 percent in white collar jobs and 30 per-
cent in skilled labor, the other 30 percent were housewives. Nearly the
opposite was true for the male subjects. Sixty percent of their mothers
were housewives, the other 40 percent were skilled laborers (see Table
12 ).
What was the mother-daughter relationship like?
When asked if they were their mother's preferred child, 40 percent
of the women responded yes and the other 60 percent responded no. The
men responded in the exact opposite. All of the men (100 percent) re-
ported being closest to their mother. However, 60 percent of the women
reported being closest to their mother, while 20 percent had equal re-
lationships with both parents, 10 percent felt closest to their grand-
mothers and 10 percent felt closest to their father (see Table 13 and
Table 14). All subjects said they loved their mothers very much.
TABLE 13
PARENTS PREFERRED CHILD (in %)
Women
Yes No Do Not Know
Men
Yes No Do Not Know
Mother'
s
Preferred Child 40 60 0 60 40 0
Father '
Preferred Child 60 30 10 30 50 20
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TABLE 14
CLOSEST PARENTAL RELATIONSHIP (in %)
Mother Father Both Other
Women 60 10 20 10
Men 100 0 0 0
What was the father- daughter relationship like?
Sixty percent of the women thought they were their father's prefer-
red child, 30 percent thought another sibling was and 10 percent report-
edly did not know. Of the men only 30 percent thought they were their
father's preferred child, 50 percent thought another sibling was and 20
percent reportedly did not know. Ten percent of the women felt closest
to their father and 20 percent felt equally close to both parents. Nine-
ty percent of the women said they loved their father very much. Of the
men 70 percent loved their father very much and 30 percent did not love
their fathers much (see Table 13 and Table 14).
What types of recreational and school involvement did the subjects
have as children ?
TABLE 15
MEMBERSHIP IN EXTRACURRICULAR ACTIVITIES: CHILDHOOD (in %)
Women Men
Type of Activity Yes No Yes No
Neighborhood Group 80 20 70 30
School Group 60 40 70 30
Sports Club 50 50 60 40
Religious Group 100 0 100 0
Youth Program 60 40 60 40
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TABLE 16
LEVEL OF INVOLVEMENT IN EXTRACURRICULAR ACTIVITIES: CHILDHOOD (in %)
Involvement Active
Women
Rarely
Active NA Active
Men
Rare ly
Active NA
Type of Activity
Neighborhood Group 70 20 10 70 0 30
School Group 60 10 30 70 0 30
Sports Club 50 10 40 40 0 60
Religious Group 90 10 0 80 20 0
Youth Program 50 10 30 60 0 40
The women and men were involved in similar activities as illustrated
in Table 15. As members of the various groups they were typically active-
ly involved as illustrated in Table 16. All of the subjects belonged to
religious groups and with one exception all were actively involved.
Adolescence
What kind of academic program were the subjects enrolled in high
school ?
Table 17 illustrates that all of the women were enrolled in the col-
lege preparatory curriculum of their high schools. Eighty percent of the
men were enrolled in the college preparatory curriculum of their high
schools, 10 percent were in the business curriculum, and 10 percent in
the vocational curriculum.
All the women attended public high schools. Ninety percent of the
men attended public high school, the other 10 percent attended parochial
schools.
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TABLE 17
TYPES OF HIGH SCHOOLS AND ACADEMIC PROGRAMS (in %)
Women Men All Subjects
Public 100 90 95
Private 0 10 05
College Preparatory 100 80 90
Business 0 10 5
Vocational 0 10 5
What kind of social organizations did they belong to?
TABLE 18
MEMBERSHIP IN EXTRACURRICULAR ACTIVITIES: ADOLESCENCE (in %)
Type of Activity
Membership
Women
Yes No
Men
Yes No
Neighborhood Group 60 40 70 30
School Group 40 60 50 50
Sports Club 70 30 70 30
Religious Group 90 10 90 10
Youth Program 10 90 30 70
Social Group 20 80 0 100
Political Group 30 70 10 90
Hobby Group 80 20 50 50
The women and men were involved in similar activites as adolescents
as illustrated in Table 18. As members of the various groups, they were
typically active as illustrated in Table 19.
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TABLE 19
LEVEL OF INVOLVEMENT IN ACTIVITIES: ADOLESCENCE (in °6)
Level of Involvement
Women
Rarely
Active Active NA Active
Men
Rarely
Active NA
Neighborhood Group 50 10 40 70 0 30
School Group 30 10 60 50 0 50
Sports Club 50 20 30 70 0 30
Religious Group 80 10 10 70 20 10
Youth Program 10 0 90 30 0 70
Social Group 20 0 80 0 0 100
Political Group 30 0 70 10 0 90
Hobby Group 80 0 20 50 0 50
What was the high school academic performance of the women?
Eighty percent of the total sample population reported that they re-
ceived very good grades in high school, the other 20 percent received
average grades. All of the women reported getting very good grades.
Sixty percent of the men received good grades and 40 percent were average
students
.
Ninety percent of the subjects felt they were of above average in-
tellect when compared with their friends, 10 percent thought they were
average. Eighty percent of the women thought they were above average
when compared with friends, 20 percent thought they were average. All
the men thought they had above average intellect when compared with
friends
.
When comparing themselves with their siblings regarding intellect,
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90 percent of the women rated themselves above average, 10 percent as
average. Of the men 80 percent rated themselves above average when com-
pared with siblings and 20 percent were only children. Overall 80 per-
cent rated themselves above average in relation to siblings, 5 percent
average, and 5 percent were only children.
What were the vocational aspirations and expectations during this
period?
TABLE 20
CAREER ASPIRATIONS AND EXPECTATIONS (in %)
Profession Aspired
Women
Expected
Men
Aspired Expected
*Teacher 40 40 20 20
*Nurse 20 20 0 0
Artist 20 20 10 10
*Social Worker 10 0 0 0
"Medical Doctor 10 10 30 30
"Clergy 0 0 20 10
"Businessperson 0 10 20 30
100 100 100 100
Note: *Signifies traditionally female professions; "signifies tra-
ditionally male professions.
Table 20 illustrates the frequency distribution of professional as-
pirations and expectations. Overall, 80 percent of the subjects aspired
to and expected to have the same profession, 20 percent aspired to
and
expected to have different types of professions. The discrepancy
in
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these cases was between their own aspirations and their parents' expecta-
tions, which also became their expectations. Seventy percent of the
women aspired to and expected to have traditionally female professions,
10 percent aspired to traditionally male professions and 20 percent ex-
pected to have traditionally male professions. Only 10 percent of the
women and 30 percent of the men expected to be business people.
What were the reasons for making the particular vocational and pro-
fessional choices ?
The 15 percent of the subjects who expected to be artists chose this
vocation because they were talented and had been performing or creating
throughout childhood and adolescence. The remaining 80 percent of the
subjects gave two reasons for their professional choices: (1) parental
expectations and (2) following the paths of community role-models (i.e.,
teachers, clergy, family friends).
What did they do after completing high school?
TABLE 21
ACTIVITIES FOLLOWING HIGH SCHOOL GRADUATION (in %)
Women Men All Subjects
College Full Time 70 70 70
College and Employment 20 20 20
Military 0 10 5
Housewife 10 0 5
Total 100 100
100
After completing high school, 70 percent of all subjects attended
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college full time, 5 percent joined the military, 20 percent worked full
time and attended college part time, and 5 percent were housewives. Of
the women 70 percent attended college full time, 20 percent worked full
time and attended college part time and 10 percent were housewives. Of
the men 70 percent attended college full time, 10 percent joined the mil-
itary and 20 percent worked full time and attended college part time
(see Table 21)
.
College and professional training years
.
What kind of college did the women attend; sexual, racial composi-
tion, public or private?
TABLE 22
TYPES OF COLLEGES ATTENDED (in %)
Characteristics Women Men All Subjects
Public 60 80 70
Private 40 20 30
Predominately white 40 50 45
Predominately Black 20 20 20
Racial Mixed 40 30 35
Heterosexual 90 90 90
Predominately Male 10 10 10
Sixty percent of the women attended public schools and 40 percent
attended private schools. Eighty percent of the men attended public
schools and 20 percent private schools
.
Overall 70 percent attended pub-
lie schools and 30 percent private schools.
Forty-five percent of all subjects attended colleges where the stu
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dent population was predominantely (90 percent) white. Forty percent of
the women and 50 percent of the men attended such colleges. Twenty per-
cent of all subjects attended schools where the student population was
predominantly (90 percent) black. Twenty percent of the women and 20
percent of the men attended such colleges. Thirty-five percent of the
subjects, including 40 percent women and 30 percent men, attended col-
leges that were racially mixed.
Ninety percent of all subjects went to colleges which were hetero-
sexual. This includes 90 percent of the women and 90 percent of the men.
Ten percent of all subjects went to predominantly male colleges; this in-
cludes 10 percent of the women and 10 percent of the men (see Table 22).
Did they experience any economic, social, and personal difficulties
which interrupted their completion of college?
Forty-five percent of all subjects completed college training with-
out interruption, this includes 50 percent of the women and 40 percent of
the men. Forty-five percent did not complete college without interrup-
tion. Of the women 40 percent interrupted their completion of college be-
cause they got married and had children, all eventually returned. Ten
percent of the women left college due to death of a parent. Of the men
30 percent interrupted the completion of college because they were offered
an interesting job, 20 percent left because of financial difficulties, and
10 percent left to join the military, all eventually returned.
What people were influential in their making career decisions- -
teachers, friends, etc?
Forty percent of all subjects were most influenced by the advice of
their college professors when making career decisions. This includes
40
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percent of the men and 40 percent of the women. Thirty- five percent were
most influenced by a relative, usually a parent, this includes 30 percent
of the women and 40 percent of the men. The remaining 25 percent made
their decisions by themselves, this includes 30 percent of the women and
20 percent of the men.
What were the reasons for choosing their careers?
TABLE 23
LEVEL OF IMPORTANCE OF REASONS FOR CAREER CHOICES (in %)
Important Neither Unimportant
Reason Women Men Women Men Women Men
Good Income 70 90 10 10 20 0
Security § Permanence 70 80 10 10 20 10
Meaningful Work 100 90 0 10 0 0
Freedom in Decision-
Making
90 70 0 30 10 0
Community Prestige §
Respect
80 60 10 30 10 10
Opportunity for
Advancement Overtime
60 60 20 30 20 10
Opportunity to Improve
Quality of Life for
Blacks
90 60 10 30 0 10
Working with Friendly
People
60 60 30 20 10 20
Proving Abilities by
being successful in
spite of oppression
90 80 10 20 0 0
As illustrated in Table 23, all subjects rated the reasons
for choos
ing their careers at similar levels of importance,
The reason with the
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most noticeable sex-related difference is the opportunity to improve the
quality of life for blacks. This was important for 90 percent of the
women compared to 60 percent of the men.
What college degrees did they receive ?
Thirty-five percent of all subjects received doctoral degrees, this
includes 40 percent of the women and 30 percent of the men. Thirty per-
cent of all subjects received bachelor's degrees, this includes 20 per-
cent of the women and 40 percent of the men. Twenty percent of all sub-
jects received master's degrees, this includes 20 percent of the women
and 20 percent of the men. The remaining 15 percent have some college
education, but have not yet completed degree requirements, this includes
20 percent of the women and 10 percent of the men (see Table 24).
TABLE 24
COLLEGE DEGREES AND FIELDS OF STUDY (in %)
Women Men
Bachelor
Education 0 20
Public Administration 0 10
Printing Manager 0 10
Nursing 10 0
Sociology 10 0
Masters
Nursing 10 0
Mathematics 10 0
Engineering 0 20
Doctorate
Education 30 0
Psychology 10 10
Law 0 20
None 20 10
100 100
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What was the field of study for the women ?
The fields of study for the women who earned doctorates were educa-
tion (30 percent) and psychology (10 percent). The women with bachelor's
degrees studied nursing (10 percent) and sociology (10 percent). Those
with master's degrees studied nursing (10 percent) and mathematics (10
percent) . The fields of study for the men who received doctorates were
law (20 percent) and psychology (10 percent) . The men who received
bachelor's degrees studied education (20 percent), public administration
(10 percent) and printing management (10 percent) . Those men with mas-
ter's degrees studied engineering (20 percent) (see Table 24).
What experience did you have during your professional training years
that you find is most helpful to you now ?
The women and men had similar responses to the question. Their re-
sponses fit into four basic categories which are:
1. Independence - being away from home and making their own
decisions
.
2. Leadership experience in student organizations, such as student
government and social groups, and in the jobs they held to
support themselves through school.
3. Intellectual stimulation - learning the technical skills neces-
sary for their professions.
4. Socializing - learning to relate to people more effectively and
exposure to a diverse population at school. It is important to
note here that 55 percent of all subjects, including 70 percent
of the women and 40 percent of the men attended segregated high
Forty percent of the men were the only Black in theirschools.
high school, and 20 percent of the men and 30 percent of the
women attended racially integrated schools.
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Employment years
.
TABLE 25
LENGTH OF SERVICE IN PRESENT FIRMS (in %)
Years Women Men All Subjects
0 to 5 years 30 30 30
5 to 10 years 50 20 35
10 to 15 years 10 50 30
15 to 20 years 10 0 5
Total 100 100 100
Table 25 illustrates in five year intervals the length of service of
the managers in their present firms. The men generally have more years
of service with their companies. Fifty percent of the men as compared to
20 percent of the women have 10 years or more in their present firms.
The length of service for women in their present firms ranged from
1 to 21 years, the mean was 9 years and the mode was 7 years. The length
of service for men in their present firms ranged from 4 years to 15 years,
the mean was 8 years, and the mode was 11 years.
TABLE 26
NUMBER OF YEARS AS MANAGER (in %)
Years Women Men All Subjects
0 to 5 years 20 10
15
5 to 10 years 50 30
40
10 to 15 years 30 60
45
Total 100 100
100
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Table 26 illustrates in 5-year intervals the number of years sub-
jects have been managers. The men generally have more years in manage-
ment than the women. Sixty percent of the men as compared to 30 percent
of the women have been managers for 10 to 15 years.
The number of years the women have been managers ranges from 5 to
15 years, the mean was 8.8 years, and the mode was 8 years. The number
of years the men have been managers ranges from 4 to 14 years, the mean
is 9.5 years, and the mode is 10 and 14 years.
What factor has contributed most to your career success?
The women were unanimous in their responses to this question, their
own determination and high standards contributed most to their success.
The men had varying responses which were; good hard work, affirmative
action programs, technical competence, and self confidence.
What factors have hindered the career status of the women?
Most of the women thought that racism and sexism were the factors
that most hindered their career status. This was manifested by: Not
having their contributions acknowledged, low expectations of them from
their colleagues and lack of opportunity. The other women thought that
lack of academic degrees hindered them most and one women did not feel
hindered at all.
Most of the men did not feel hindered at all. The minority who did
thought that racism was the most hindering factor in their career status
What were their greatest career rewards?
The four basic responses to this question were: Peer recognition
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indicated by achievement of high status within their firm; community rec-
ognition indicated by community awards; membership on boards of directors
°f firms in their community or direct feedback from community members;
seeing the positive outcome of one's labor and money. The women were
equally divided between peer recognition and seeing the positive outcome
of their labor as their greatest career goal. The men's responses were
fairly evenly distributed among the four responses. Only men cited money
as their greatest career rewards.
Are the women satisfied with their jobs?
TABLE 27
SATISFACTION LEVEL FOR JOB ASPECTS (in %)
Satisfied Neither Unsatisfied
Women Men Women Men Women Men
Income 80 100 10 0 10 0
Security § Permanence 90 90 10 10 0 0
Meaningful Work 100 100 0 0 0 0
Freedom in Decision-Making 100 100 0 0 0 0
Community Prestige £ Respect 100 90 0 0 0 10
Opportunity for Advancement 70 70 30 20 0 10
Opportunity to Improve
Quality of Life for Blacks
100 80 0 20 0 0
Friendly Work Group 60 60 30 20 10 20
Success in Spite of
Oppression
100 80 0 20 0 0
As illustrated in Table 27, all of the subjects were satisfied with
most aspects of their jobs. Although they were generally satisfied with
the opportunity for advancement, there were those who had reached the
highest status they thought possible for blacks in their firm to achieve
What are the effects of race and sex on the women's
relationships
with subordinates and peers?
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TABLE 28
EXPERIENCE OF DIFFERENCES IN RELATIONSHIPS
WITH SUBORDINATES AND PEERS DEPENDING ON RACE AND SEX (in %)
Do you experience differences Women Menin interactions with your: „Yes No Yes No
subordinates depending on
their race?
70 30 60 40
subordinates depending on
their sex?
90 10 70 30
peers depending on their
race?
60 40 50 50
peers depending on their
sex?
70 30 40 60
Do you experience any differences in interactions with your subor'
dinates depending on their sex? Please comment.
Ninety percent of the women responded yes and 10 percent answered no.
Of the men 70 percent answered yes and 30 percent no. The subjects gave
a variety of explanations for the differences; however, the main themes
of their comments were sexuality, authority, and compatibility. Some of
the women interpreted their male subordinates behavior as the men express-
ing their uneasiness with female power by attempting to seduce them into
intimate relationships rather than the work relationship. In reference
to female subordinates they either experienced close working relationships
due to their commonalities or experienced a high degree of competitive-
ness based on what they explained as the subordinates stereotypical image
of the executive as a male role. Several of the men had no female subor-
dinates. Of those who did the majority expressed having collaborative
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working relationships with women and competitive relationships with the
men (see Table 28).
Do you experience any differences in interactions with your subordi-
nates depending on their race? Please comment.
“
Seventy percent of the women responded yes and 30 percent answered
no. Of the men 60 percent answered yes and 40 percent answered no. The
men and women who responded affirmatively to this question perceived the
race-related differences in interaction very similarly. About half of
both groups said the third world subordinates tested them more than their
white subordinates; however, the testing was related to issues of comrade-
ship or intimacy. They thought their third world subordinates expected
preferential treatment. They also felt more disappointed when there was
a breakdown of communications with third world subordinates than when this
occurred with white subordinates. The other half of both groups said that
white subordinates challenged their authority more than third world sub-
ordinates; however, they viewed these challenges as a questioning of their
competence (see Table 28).
Do you experience any differences in interactions with your peers
depending on their sex? Please comment .
Seventy percent of the women responded yes and 30 percent responded
no to this question. Of the men 40 percent answered yes and 50 percent
answered no. The women who responded affirmatively commented similarly
they felt more at ease with their female peers and thought their male
peers disregarded or questioned their authority. Those men who responded
yes also commented similarly, they felt more comradery with female peers
because they shared the experience of organizational oppression. Most of
the men had no female peers therefore answered no to the question (see
Table 28).
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Do you experience any difference in interactions with your peers de-
pending on their race? Please comment.
~
Sixty percent of the women answered yes and 40 percent answered
no to this question. Of the men 50 percent answered yes and 50 percent
answered no to this question. The comments of the men and women who an-
swered yes were very similar. They all stated that they had no access to
the informal system because they were excluded from the many social events
where organizational politics were discussed and decisions made. Those
who have third world peers do socialize with them outside of the work sit-
uation. Those who answered no usually had no third world peers, hence
could not compare but speculated that they would interact more comfort-
ably with third world peers than with their white peers (see Table 28).
To what degree are the women involved in the Black community? What
is the form of their involvement?
TABLE 29
INVOLVEMENT IN BLACK COMMUNITY (in %)
Involved Not Involved Total
Women 90 10 100
Men 50 50 100
All Subjects 70 30 100
Seventy percent of all subjects were involved in the black community,
30 percent were not; of the women 90 percent were involved in the black
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community and 10 percent were not involved. Of the men 50 percent were
involved and 50 percent were not involved as shown in Table 29. The
majority of those women involved in the Black community were associated
with a mean of five organizations. All were involved in traditional
Black groups such as the Urban League, The National Council of Negro
Women, the National Association for the Advancement of Colored People
(NAACP)
,
and a local Black political caucus. About 30 percent of these
women were on the board of directors of community organizations such
as: The United Way, the Young Women’s Christian Association, and pri-
vate corporations and described themselves as lobbyists for the Black
community. Approximately half of the men involved in the Black com-
munity were associated with a mean of two organizations. One of the or-
ganizations was a traditional Black group like the NAACP or Urban League.
The others were general community groups like United Way. The other
half were not associated with any community organization but viewed
their lobbying for Blacks within their organizations as involvement in
the Black community. The subjects who were not involved in the Black
community stated that they lived in predominantly white communities
where there was no B]ack community to be involved in. Most of the men
who were not involved stated they had difficulty communicating with and
understanding Blacks from inner city communities.
Our family situation .
What is the marital status of the women ?
Seventy percent of all subjects were married, 20 percent were divor
ced and 10 percent were widowed. Fifteen percent of
the 70 percent who
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were married had second marriages. Of the women 50 percent were married,
30 percent were divorced and 20 percent were widowed. Of the men 90 per-
cent were married and 10 percent were divorced (see Table 30)
.
TABLE 30
MARITAL STATUS (in %)
Women Men All Subjects
Married 50 90 70
Divorced 30 10 20
Widowed 20 0 10_
Total 100 100 100
What is the composition of their families?
Fifty percent of all subjects lived with their spouse and children;
this includes 70 percent of the men and 30 percent of the women. Twenty-
five percent of all subjects lived with their spouse only. This includes
30 percent of the women and 20 percent of the men. Fifteen percent of
all subjects lived alone, this includes 20 percent of the women and 10
percent of the men. And 10 percent of all subjects lived with their
children only; this group consists of 20 percent of the women.
What is the size of their own families :
All of the subjects had small families ranging from no children to
four children. Ten percent had no children; this includes
10 percent of
the women and 10 percent of the men. Thirty-five
percent had one child;
this includes 40 percent of the women and 30 percent
of the men. Forty
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percent had two children; this includes 30 percent of the women and 50
percent of the men. Five percent had three children, this group consists
of 10 percent of the women. And 10 percent had four children and this
includes 10 percent of the women and 10 percent of the men.
What is the occupation of their spouse/mate?
TABLE 31
OCCUPATIONS OF SPOUSES (in %)
Professional Skilled Labor Housewife Total
Women 20 80 0 100
Men 20 0 80 100
All Subjects 20 40 40 100
Twenty percent of the married women were married to men of compar-
able professional status, the other 80 percent were married to skilled
laborers and technicians. Eighty percent of the married mens’ spouses
were housewives and 20 percent were of comparable professional status
(see Table 31).
How does the husband feel about the wife’s career? Is he supportive
or not ?
All of the married women stated that their husbands were proud of
them and were supportive of their careers. However, half of this group
also stated that their husbands did not like the time demands of their
current positions. All of the married men stated that their wives
were
very proud of them and supportive of their careers. However,
half of this
stated that they did not like the time demands of their
current
group
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position.
What was the nature of the husband-wife relationship? How are fam-
ily decisions made? How are tasks allocated?
“
The married women (50 percent) reported having equitable relation-
ships with their husbands regarding decision-making and task allocation.
Since both husband and wife were employed the responsibilities of the
home were shared and in some cases service workers were employed. The
married men (90 percent) reported having traditional relationships with
their wives regarding decision-making and task allocation. Since most of
their wives were not employed outside the home, they had primary respon-
sibility for home management, and in some cases they also employed ser-
vice workers.
What is the nature of the mother-chi Id (ren) relationship? How are
tasks allocated? Are the children supportive of their mother’s
career?
Ninety percent of the women had children; however, only 30 percent
of them had children living with them. The mean age of the women's
children was 22 years, ranging in age from 11 years to 29 years. Many
of their children had their own homes or were away to college. Those
women who had children living with them were either widowed or divorced.
They reported the children being supportive of their careers and sharing
equitably in the responsibilities of the home. Fifty percent of the
women lived alone. All of the women reported their children as being
very proud of their accomplishments.
Ninety percent of the men had children and 70 percent of their
children lived with them. The mean age of their children was 11 years,
77
ranging from 1 to 34 years. The single men (10 percent) had joint cus-
tody of his children. They reported their children, those old enough to
understand, as being very proud of their accomplishments.
Self evaluation
.
What decisions do the women seriously regret having made?
Sixty percent of all subjects made decisions they seriously regret,
this includes 70 percent of the women and 50 percent of the men. Forty
percent of all subjects did not seriously regret any decision they made;
this includes 30 percent of the women and 50 percent of the men. Thirty
percent of the women and 10 percent of the men regret not have completed
school before they married. Thirty percent of the women and 10 percent
of the men regret having relocated to predominately white communities
due to the adverse effects they believe it has had on their children's
sense of identity and social lives. Ten percent of the women regret not
having children and 10 percent of the men regret not having more children
then they presently had. Twenty percent of the men regret their career
choice.
What do they consider their greatest accomplishments?
Sixty percent of the women considered their families, children, and/
or marital relationship, to be their greatest accomplishment. Forty per-
cent of the women considered their career status and their competence, to
be their greatest accomplishment. Twenty percent of the men considered
their families, children, and/or marital relationships to be their great-
est accomplishment. Forty percent considered their career status and
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their competence to be their greatest accomplishment. And 40 percent of
the men considered the drastic change in their lifestyle, from being poor
and unmotivated in youth to being affluent and successful in adulthood,
to be their greatest accomplishment.
What is their next career move?
Forty percent of all subjects next career move was expected to be a
promotion within their present firm, this includes 40 percent of the women
and 40 percent of the men. Forty percent of all subjects reported having
no idea of what their next career move would be, this includes 50 per-
cent of the women and 30 percent of the men. Ten percent of all subjects
expected to go into business for themselves, this group consisted of 20
percent of the men. Of the 10 percent of all subjects who were entrepre-
neurs, the woman expected to become chairperson of the board of directors
of her enterprise and the man expected to continue to expand his enter-
prise; she was 60 years old, he was 35 years old.
Are there any services or information they think would facilitate
their professional development and career advancement?
Thirty percent of all subjects including 40 percent of the men and
20 percent of the women, did not think there were any services or informa-
tion that would facilitate their professional development of career ad-
vancement. Twenty-five percent of all subjects including 20 percent of
the women and 30 percent of the men thought further education particular-
ly technical information in areas such as finance, computers, and master's
of business administration would be helpful. Fifteen percent of all sub-
jects, including 20 percent of the women and 10 percent of the men.
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thought a sabbatical to read and relax would be helpful to their profes-
sional development. Twenty percent of all subjects, including 20 percent
of the women and 20 percent of the men, thought leadership training would
be helpful. The women thought this training should be specific to issues
encountered by 31ack women executives. And 10 percent of all subjects
consisting of 20 percent of the women thought a mentor relationship with
someone in top management would be most facilitative to their career ad-
vancement and professional development.
What information and services do they think would be useful to facil-
itate the entrance of other black and third world women (men) into
executive roles ?
Corporate and professional awareness as presented by experienced
persons during high school years was the service that 45 percent of all
subjects thought would be most facilitative; this included 30 percent of
the men and 60 percent of the women. They thought that knowledge of em-
ployment opportunities and the realities of corporate politics were im-
portant. Thirty-five percent of all subjects, including 40 percent of
the men and 30 percent of the women, thought that technical training and
education in formal degree programs was most helpful for third world per-
sons entering the field. Ten percent thought equal employment opportun-
ity programs and Blacks in positions to hire other blacks was most htlp-
ful, this included 10 percent of the women and 10 percent of the men.
And 10 percent thought the early development of a positive self-image
and
initiative was most helpful; this included 10 percent of the women and
10 percent of the men.
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Discussion of Results
This section of Chapter IV consists of a discussion of the results
of the data anlaysis. Unfortunately, with only one exception, there can-
not be any statistically definitive statements made about the subjects.
As explained in the previous chapter's introduction, this is a conse-
quence of the small sample population. However, the nature of the study
is descriptive and explorative, therefore the similarities and discrep-
ancies between the men and women subjects and findings of other studies
reviewed in Chapter II will be explored. The interviews yielded a rich
body of information about the subjects, some of which is not reflected
in the presentation of data analyses. This discussion will provide the
opportunity to enrich that material which has already been presented to
the reader.
It was predicted that there would be major differences between the
men and women. Surprisingly however, analysis of the data reveals that
they are actually quite similar. There are some areas of discrepancies
which can be highlighted in this discussion and may perhaps with further
investigation yield significant results.
The subjects typically began their lives in intact families of vary-
ing size living in urban communities. Involvement in the church was an
integral component of their family lives. These families were most often
described as having close, supportive relationships, some of which is
evident in the results of parental and child relationships. Early de-
velopment of the values of education and aspirations for upward
mobility
vis-a-vis professionalism was fostered by parents and internalized
by the
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the subjects.
It is noteworthy that most of the women's mothers were employed and
of those all worked in white collar occupations, usually government ser-
vice or teaching. The mothers of the men were typically housewives. It
seems likely that the working women role-model provided by the mothers
was influential in the career aspirations of their daughters. This is
contrary to the findings of Hennig where the fathers of the white women
provided the career role-models and the mothers were housewives. There
are two obvious explanations for this contradiction. First, Black women
have historically worked in greater proportions than white women, it is
more common to find working Black mothers. And secondly, the women in
Hennig' s study were of a higher socio-economic class than those in this
study. Their fathers were managers and businessmen as opposed to the
women in this study whose fathers were skilled laborers. Therefore, the-
mother's income was more crucial to family survival in this study and un-
necessary to family survival in Hennig' s.
One childhood similarity which these women have with Hennig 's sub-
jects is that 80 percent of both groups were first-born children. Half
of the male subjects in this study were first or only-born children as
well.
The subjects developed positive self concepts and high internal
standards of performance during adolescence. They viewed themselves as
being of above average intelligence and abilities when compared
with peers
and siblings. This was supported by their good to excellent
performance
in primarily college preparatory curriculums in their high
schools. They
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all had professional aspirations and expected to attain them. As might
be expected, the women typically aspired to the traditionally female pro-
fessions of teaching and nursing and the men the traditionally male pro-
fessions of medical doctor and clergyman. It is interesting however that
only a small proportion of either group expected to be business persons
and those who did were the youngest subjects in each group. This is
probably indicative of the history of Blacks in the business world. For
prior to the past two decades it was highly unlikely that Blacks were em-
ployed in positions other than laborers in industries.
Most of the subjects attended college full time directly after com-
pleting high school. More often than not, they attended State univer-
sities where they were either tokens or minorities using Kanter's typol-
ogy of groups. For most of the women and about half the men this was a
novel experience coming from segregated or predominantly Black high
schools. And for most it would be the precursor to the reality of their
professional positions. The experience of independence, intellectual
stimulation, leadership on campus and exposure to a diversified popula-
tion would be very helpful in their career years. For most sub j ects their
college professors and parents were influential in their career decisions
made during this time. For most of the men good income, security and
permanence, and meaningful work were important factors in choosing their
careers. For most of the women meaningful work, freedom to make decisions
and an opportunity to improve the quality of life for Blacks were import-
ant factors in choosing their careers. Epstein in her study of Black
women professionals also found that her subjects had a sense of duty and
service towards the Black community (1972 pp. 930-931). Proving their
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abilities in spite of their oppression was an important factor for both
the women and men.
About half of the subjects went on to receive graduate degrees, about
a third doctorates. It was expected that some of the subjects would have
master's of business administration (MBA) degrees, but none of them did.
Fernandez presents two categories of factors essential to promotion;
technical knowledge referred to as ability factors and personal charac-
teristics referred to as nonability factors (1977 pp 130-130). The MBA
was one of the important ability factors. Most had degrees specific to
the technical expertise necessary in their fields, this was also an im-
portant ability factor necessary for promotion.
About half of all subjects interrupted the completion of their col-
lege for economic or personal reasons. The women usually left because
they had gotten married and began families. This is very different from
Hennig's subjects who postponed marriage and never had children, because
they felt unable to integrate into their lives both career and family
(1970 p. VII-6). All of the women in this study returned to college, all
but two who were in school at the time of the interview, had completed
their degrees, and all continued their careers. The only women who was
childless in this study stated that having postponed motherhood, in lieu
of her career, was a decision she seriously regretted having made. Again
it would appear that the working mother role-model provided these women
by their mothers circumvented any serious questioning of their ability to
cope with career and family.
Most of the men had been employed in their firms longer than the
women and had been managers for more years than the women. It would seem
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that the opposite would be true, because generally the women were older
than the men. Three apparent explanations can be given for this phenome-
na.
First, the women interrupted their schooling and careers to have
children. On the other hand, if the men interrupted their schooling, it
was because they were offered interesting jobs or they left to work in
order to cope with financial difficulties. In either case, they began
their careers sooner than the women. Those who completed school without
interruption were still at an advantage over all but one women who did
not have children, hence never took maternity leave. She was the highest
ranking woman in the private sector, with the exception of the one woman
entrepreneur, who inherited the business from her husband.
Secondly, most of the women reported feeling hindered in their ca-
reer status by racism and sexism. Fernandez found that the unfairness of
the corporate world was felt most by Black women managers. Most of the
men in this study reportedly did not feel hindered at all.
And thirdly, some of the women made a late career decision to pur-
sue management positions. This late career decision for this group after
they had been widowed. This differs from Hennig and Jardim, who explain
the late career decisions frequently made by women as a difference in
perceptual and behavioral approaches resulting from different socializa-
tion processes for men and women (1977 p. 11). This is also similar to
Doughty’s finding that the Black women school administrators were older
than Black or white men when they assumed their first administrative
po-
sition and peaked at a lower position than the males (1977 p. 3).
The subjects expressed satisfaction with most of the various aspects
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of their jobs. Some were not satisfied with their opportunity for ad-
vancement, because they felt they had reached the highest status they
would be allowed as a Black to achieve in their organization. These were
also the older men and women who had many years in their firms. Their
attitudes are similar to those expressed by older Black managers in the
Fernandez study (1977 p. 145). These people differ from the minorities
discussed by Kanter (1977 p. 139) who moved up from low status jobs to
low ceiling management positions. The subjects in this study entered
their firms highly skilled and are in management positions which still
have room for advancement.
Another aspect which some subjects were not satisfied with was the
climate of their work group. This is explained with their answers re-
garding peer and subordinate relationships. Most of the men and women
experienced differences in interactions with their subordinates depend-
ing on their race and/or sex. They offered a variety of comments regard-
ing the differences which usually were attributed to subordinate chal-
lenges of the managers' authority or the relative work compatibility be-
tween managers and subordinates. When the managers interpretations of
subordinate behavior are viewed individually, the reciprocal nature of
influence between leader and subordinate behavior is evident. For ex-
ample, a male subject reported that his Black male subordinates seemed to
expect preferential treatment from his, because he was also Black. He
shared that he was very disappointed when his communication and relation-
ships with them broke down. Later on in the interview the same man ex-
pressed difficulty in understanding and relating to Blacks of lower socio-
economic class when discussing his lack of involvement in the Black
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community.
The issues of reciprocity between leader and subordinate behavior
and of powerlessness raised by Kanter are seen in the cases of two of the
female subjects. Both women worked their way up from low status jobs in-
to management positions in the community liaison function of their firms
which were low mobility and low ceiling departments. Their span of con-
trol was very narrow and neither controlled a budget. They were the most
powerless of all the subjects interviewed. Kanter states that powerless-
ness results in ineffective leadership styles typified by rigidity and
control (1977 p. 199). Both women reported their subordinates as being
highly competitive and challenging of their authority. They also report-
ed feeling hindered by racism and sexism within their organizations. It
would appear that the tension in their supervisor-subordinate relation-
ships was due as much if not more so to their own powerlessness and ex-
perience in the hostile organizational environment as it was due to their
subordinates' competitiveness.
Other examples are those women who reported subtle attempts by their
male subordinates to seduce them into intimate relationships. They in-
terpreted this as the subordinates' approach to coping with their own
difficulties with female authority. Although this is a subjective judg-
ment, these women and the men who made similar reports regarding female
subordinates were the most physically attractive subjects. This is not
to say the covert agenda of subordinates was not to undermine their au-
thority, but it is to acknowledge their physical attributes which may
have
made this phenomenon more probable with them than other managers.
It may
also suggest that the type of stereotype ascribed to the Black
female is
relative to the image she projects, which differs somewhat from Dumas'
suggestion that the perceptual distortion of stereotyping Black women
managers is solely that of the mammy.
The subjects expressed common views of the differences in behav-
ioral interactions with peers depending on their race and sex. Many of
the men did not have any female peers, therefore they were unable to make
the comparison. However, those men who did typically had white female
peers and felt a sense of mutual comradery with them, because of their
common experience of institutional oppression. Most of the women ex-
perienced being disregarded by their male peers and having their author-
ity questioned. Many of the men and the women stated that the race-
related difference in behavioral interactions with their peers was ex-
clusion from social events which were the arena of the informal system
where organizational politics were discussed and decisions were made.
This is similar to findings of Kanter, Fernandez and Hennig and Jardim.
It is reflective of the impact of nonability factors on organizational
effectiveness.
Most of the subjects were involved in the Black community, the women
more so than the men. They typically belonged to traditional black or-
ganizations which could be characterized as politically moderate. Many
belonged to a local Black caucus of either the Republican or Democratic
parties. The involvement of the maj ority of managers with moderate seg-
ments of the Black community is very similar to the findings of Fernandez
(1977, p. 179). The moderate social attitudes reflected in the segment
of the Black community in which they are involved may be prerequisite for
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penetration into the white business world. The extent of their involve-
ment could be explained in two ways. First as the fullfilment of their
desire to improve the quality of life for Blacks via black organizations.
And secondly as a surrogate social system replacing the informal system
which they are excluded from in their firms.
The subjects' families of procreation are very similar to their
families of orientation with the exception of size; they are mostly small
families of four or less members. The majority of men are married and
their wives are housewives as their mothers were and their relationships
can be viewed as fairly traditional. Only half the women were married,
about one third were widowers and the remainder were divorced. Those
women who were married were married to men of lower status professions
and their relationships can be viewed as fairly egalitarian. Most women
considered their children and familial relationships to be their greatest
accomplishments. Indeed, when comparing with Hennig's subjects the abil-
ity to have both a career and a family does appear to be a great accom-
plishment. The subjects reported their families as being very supportive
to their careers, undoubtedly this support was critical of their profes-
sional development and career advancement.
Many subjects thought that continued education in technical skills
such as finance, computers and MBAs would be helpful to their profession-
al development and advancement. Many thought similar technical training
would be most helpful to blacks aspiring to executive roles. This advice
is similar to that given by Fernandez' subjects, he suggests this is
based on the reality that Blacks must be more qualified than whites to
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get ahead in the corporate world (1977 p. 208).
Other subjects thought that leadership training, particularly train-
ing specific to issues encountered by Black women, and a mentor relation-
ship with someone in top management would be helpful to their career ad-
vancement and professional development. The desire for leadership train-
ing appears contingent on the quality of supervisor-subordinate relation-
ships, because it was requested by those who reported the most stress in
those relationships. The desire for a mentor relationship is probably
based in the reality that this is necessary in organizations for upward
mobility. Early exposure to corporate opportunities and knowledge re-
garding corporate politics was also presented as being helpful to aspir-
ing Black executives. This seems related to the fact that many of the
subjects were the pioneer Blacks in their firms and experienced the reve-
lation of opportunity and advancement and the reality of restrictions
placed on them by institutional racism and sexism.
In this chapter the results of the analysis of data gathered from
the interviews with subjects was presented. The presentation followed
the life period developmental model employed previously in the disserta-
tion. This was followed by a discussion of the results. Discrepancies
and similarities between the women and men and findings of other related
literature were explored.
CHAPTER V
SUMMARY, CONCLUSIONS, IMPLICATIONS FOR PRACTICE
AND RECOMMENDATIONS FOR FUTURE STUDY
Summary
.
Black women are members of the new genre of managers recruited by
organizations attempting to comply with EEO legislation. They are ex-
ceptional in their rarity, as well as the social and cultural biases that
they are confronted with as they develop careers. The managerial role
has traditionally been a white male role and it is generally viewed as
such. Hence, there exists an exaggerated incongruence in the perceptual
fit between Black women, who are neither white nor male, and the manager-
ial role.
Institutional and personal racism and sexism compound the biases
which these managers face, in turn complicating the assessment of the
antagonism within their environment. The concerns and accomplishment of
the Black women managers are not to be overlooked. However, the abun-
dance of publications stimulated by the influx of women into management
are based on findings from the experiences of white women. Surely, there
are some commonalities; however, research specific to Black women mana-
gers is imperative in order to be relevant and useful to -them in their
work.
A review of the literature and research germane to the specific
issues and concerns of Black women managers produced scattered and limit-
ed data. It was determined that a career development study would provide
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a multifaceted, sequential view of their lives. The stress of their roles
and benefits of their achievements reported by experienced Black women
managers was crucial to the assessment of the quality of their lives or-
ganizationally and personally.
The purpose of this career development study was to describe the
career and life development process of Black women managers. A compara-
tive group was composed of Black male managers. Due to the descriptive
and explorative nature of the study, detailed information was gathered
about a broad range of topics regarding the careers and lives of subjects.
The data were collected vis-a-vis intensive personal interviews, conduct-
ed by the researcher. A structured interview schedule was organized ac-
cording to a life period developmental model. The life periods were:
childhood, adolescence, college and professional training years and em-
ployment. Sections regarding the subjects own family situation, and self-
evaluation were also included. It was an ex-post facto design.
The sample population of Black managers consisted of ten men and ten
women. The mean age, of the women was 50 years and of the men was 38
years. All subjects lived in the northeast when they were interviewed;
they were from Connecticut, Massachusetts, and New York states. They were
employed in the private and public sectors.
There are several factors which limit the generalizability of the
findings. Since all the subjects were chosen from the same geographic
area results cannot be generalized to other areas. Due to the small num-
bers of Black female managers, selection was purposeful not random and it
was not possible to control for such factors as age, ethnicity, and socio-
economic background of parents, etc.
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Conclusions
.
It was predicted that there would be major differences between the
men and women, however, the data analysis revealed that they were actu-
ally quite similar. With one excpetion, their having grown up in urban
communities, there were no statistically significant findings. However,
some similarities and discrepancies in the life experience of the women
and men were explored.
Childhood .
1. The subjects typically came from intact families living
in urban areas and characteristically having close,
supportive relationships.
2. The mothers of the women were most often employed, some
in white collar occupations, whereas the men's mothers
were most often housewives.
3. The subjects' fathers were most often employed in blue
collar occupations.
4. The women were most often first born children and half
the men were first bom too.
5. They were involved in similar extracurriculm activities,
all were involved in religious groups which were an in-
tegral component of family life.
Adolescence
1. All subjects rated themselves as having above-average intelli-
gence and abilities when comparing themselves with peers and
siblings.
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2. The women typically aspired to traditionally female pro-
fessions such as nursing and teaching and the men typi-
cally aspired to traditionally male professions such as
medical doctor and clergyman.
3. All subjects continued to be involved in several extra-
curricular activities.
4. Most subjects entered college directly following high
school.
College and professional training years
.
1. Typically, they attended their local State universities.
2. The experience of independence, intellectual stimulation,
leadership on campus, and exposure to a diversified popu-
lation during this period would later be very helpful in
their’ career years.
3. For most subjects their college professors and parents
had the most influence on them in regards to career decisions
made during this period.
4. For most of the men, good income, security and meaning-
ful work were important factors in choosing their careers.
For most of the women meaningful work, freedom to make
decisions, and an opportunity to improve the quality of
life for Blacks were important factors in choosing their
careers
.
About half of the subjects went on to receive graduate
degrees, about a third doctorates. Most had degrees
5 .
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specific to the technical expertise necessary in their
fields.
6. About half the subjects interrupted the completion of
their college degrees. The women usually left college
to get married and begin families. The men usually left
college when they were offered challenging jobs and/or
they were having financial difficulty.
Employment years
.
1. Most of the men were employed in their firms longer and
had been managers longer than the women. However, the
women were generally older than the men.
2. The subjects expressed satisfaction with most of the
various aspects of their jobs. Some were not satisfied
with their opportunity for advancement. The other aspect
which some subjects were not satisfied with was the cli-
mate of their work environment.
3. Most of the men and women experienced differences in
interactions with their subordinates depending on their
race and/or sex. They offered a variety of comments re-
garding the differences which usually were attributed to
subordinate challenges of the manager's authority or
the relative work compatibility between managers and
subordinates
.
4. The subjects expressed common views of the differences in
behavioral interactions with peers depending on their race
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and sex. Many of the men did not have any female peers,
therefore they were unable to make the comparison. However,
those who did have white female peers expressed a sense of
mutual comradery with them due to their common experience
of institutional oppression. Most of the women had experi-
ences of being disregarded by their male peers and having
their authority questioned by them. Many of the subjects
stated that they were frequently excluded by white male
peers from social events. These events are the arena of
an organization's informal system. Often discussions of
organizational politics occur and possibly decisions made
about the formal organizational system.
5. Most of the subjects were involved in the Black community,
the women more so than the men. They typically belonged
to traditional Black organizations, which could be charac-
terized as politically moderate.
Own family situation .
1. The subjects' families of procreation are very similar to
their families of orientation, however, they are typically
small families of four or less members. The majority of
men are married and their wives are housewives, as their
mothers were, and their relationships could be viewed as
fairly traditional. Half the women were married, about
one- third were widowers and the remainder were divorced.
The women's husbands were typically professionals of
lower status than their wives and their relationships
could be viewed as fairly equalitarian.
2.
The subjects reported their families as being very sup-
portive to their careers, undoubtedly this support was
critical to their professional development and career
advancement
.
Self-evaluation
.
I
1. Most women considered their children and familial re-
lationships to be their greatest accomplishments. Most
of the men considered their current professional status
and competence or their present socio-economic status
to be their greatest accomplishment.
2. Many subjects thought that continued education in tech-
nical skills such as finance, computers and MBAs would
be helpful to their professional development and advance-
ment.
3. Other subjects thought that leadership training, particu-
larly training specific to issues encountered by Black
women, and/or a mentor relationship with someone in top
management would be helpful to their career advancement
and professional development.
4. Early exposure to corporate opportunities and knowledge
about corporate politics were thought to be helpful to
the aspiring Black managers.
5. Technical education is areas such as finance, computers, and
MBAs were also thought to be most helpful to aspiring Black
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managers
.
Implications for Practice .
1. Leadership training needs for Black women (men) managers
could be assessed more thoroughly, designed and offered
for those interested.
2. Membership in professional groups and networking for Black
managers will provide support for those with experience
and for novices in the corporate world. These types of
groups could influence legislation and organizational
policies. They might also sponsor research regarding
their particular concerns.
3. Experienced Black women (men) managers can develop mentor-
ship relationships with aspiring Black women (men) managers.
This is contingent on the extent of their power in the
organization of course; however, those with little power
can be technical and/or emotionally supportive mentors and
those with power can be structural mentors as well.
Recommendations for future study .
This career development study was descriptive and explorative in na-
ture. A broad range of topics regarding the lives and careers
of the
subjects was investigated. In future studies it is recommended that the
researchers focus on a specific topic developing a sound conceptual
frame
work for understanding the phenomenon. The following are
suggested topic
areas for future research:
1* The reciprocal influence of leader and subordinate be-
havior as related to differences and similarities in
sex and race between Black managers and subordinates.
Subordinates and managers would be questioned about
their racial prejudices, sexual stereotypes, the
degree of managerial power and leadership style.
2. The extent to which exclusion of Blacks from the exe-
cutive informal system impacts their organizational
effectiveness. The diagnosis of organizational
dynamics, the ability to influence decisions and
the knowledge of future organizational plans seemingly
would be hindered by this exclusion.
3. The influence of the working mother (role model) on
the development of their daughter's concepts of self
as mother and worker or professional. The effects
of this role model maybe contingent on the degree of
success the mother had in maintaining both roles.
4. The result and/or relationship of tokenism and iso-
lation to stress related physical and psychological
disorders such as: hypertension, ulcers, heart attacks,
etc.. Management is a high stress occupation. Token-
ism and isolation potentially could compound this
stress resulting in illness.
5. Dimensions of personalities such as:
authoritarianism,
risk propensity and locus of control could be used
to
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compare for sex and race related differences in managers.
For example, the environmental hostility experienced by
women and Black managers may negatively influence their
propensity to take risks or their propensity to take
risks may enable them to function in the hostile environ-
ment.
These lists of recommendations for future study and implications for
practice do not attempt to be exhaustive. However, this study has gene-
rated several interesting topics of concern. Hopefully, since 1979 when
the interviews for this study were conducted there has been an increase
of Black women in management and correspondingly more research about their
accomplishments and concerns.
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APPENDIX A
Letter to Potential Subjects and Response Card
2/71/VenU^ 6^^ ^/aA<mcrflLL£/&
S$m&*M' 0/003
SCHOOL OF EDUCATION
April 5, 1979
Dear
Recent statistics show there are few Black executives in govern-
ment and private industry. Although not great in number there are
those like yourself who have experience and knowledge regarding
the issues and concerns of the Black executive. An understanding
of the career development process and consequential personal gains
and losses resulting from the career choice would be helpful for
the aspiring Black executives. This information could also be
valuable to Blacks currently in executive positions in gaining a
better understanding of self and a sense of comradery with their
peers. Unfortunately, there is currently a deficit of available
data in this area.
As a Black doctoral candidate, in the Human Service Administration
Department at the University of Massachusetts in Amherst, I became
aware of this deficit of information during my course of study.
Thus, I am conducting an investigation about the career development
of Black executives. You have been selected as a possible participant
in this study as a result of a survey of Who 1 s who Among 31ack
Americans 1977-1973. The data will be collected from personal inter-
views^ taking approximately two hours, at a time and place of your
convenience. The information obtained will remain confidential and
the results of the study will be reported for the total group of
participants and no individual names or employers will be cited.
Enclosed please find a self-addressed and stamped postcard. Printed
on the postcard are several questions concerning your present and
previous management positions and your willingness to participate
in the study. These questions are pertinent to determine final
selection of participants in the study. Please answer the questions
and return the postcard promptly.
I am sure that you are aware of the importance of 31ack folxs
documenting their contributions for prosperity as well as functionality.
Hence, I am confident I will hear from you soon. Thank you for your
attention.
Sincerely
Name
Address Phone No.
Is your current job considered a management
position? Yes No
Upper Management Middle Management
How long have you held this position? Years
Months
Have your previous two or more jobs been in a
management position? Yes No
If selected would you be willing to participate
in this study? Yes no
APPENDIX B
The Interview Schedule
A. Childhood Period—These questions are about your childhood years, ages
0 through 12 years.
1. Where did you live during these years?
Town State
this considered a rura 1 urban or suburoan community?
3. Who lived with you as a child, and what was their relation to you from'
the oldest to the youngest, including yourself.
4. What was the year of birth for each family member?
5. Is that person living or deceased? If deceased what year?
6. How many years of education did each person complete?
7. What was/1 s the occupation of each person?
Family Member Year of Birth Alive/Deceased
,
Years of Educ. Occupation
—
1
1
1
1
!
1
|
1
I
1
- 2 -
As a child, "did you belong to " ? "How active a
member were you in this group?" "Who usually participated in this group
with you?
Group Member
Yes No
Active Other
Participants
8. Informal neighborhood
groups, children who
did things together.
9. Informal school groups,
children from the same
school who did things
toggther.
10. Sports clubs (YMWCA,
Boys /Girls) teams.
11. Religious, church
(choir etc.),
charitable groups.
12. Youth programs (not
just sports) Boy
/
Girl Scouts, Fresh
Air Camps.
!
Acti ve
:
Other participants:
1 . rarely active 1 . family
2. not very active 2. brothers
3. fairly active 3. sisters
4. very active 4. extended family (cousins, aunts.
5. extremely active grandparents)
5. friends
6. children of same age
[Show activity scale and other participants Card A.]
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13.
What kind of granmar school did you attend?
Public
Religious private
Non-religious private
Other
These questions regard your feelings and relationship to your parents
when you were a child.
14. Were you your father's preferred child (N&N)
Yes
No, another child was his favorite
No, my father liked us all the same
I don't know
15. Were you your mother's preferred child? (N&N)
Yes
No, another child was her favorite
No, my mother liked us all the same
I don
' t know
16. Which of your parents were you closest to as a child, your mother,
your father, both the same, other ?
(who)
Mother
Father
Both the same
Other
17. Would you say you loved your father very much, you loved him enough,
you loved him a little, you did not love him at all?
I loved my father very much
I loved him enough
I loved him a little
I didn't love him at all.
18. Would you say you loved your mother very much, you loved her enough,
you loved her a little, you didn't love her at all?
I loved my mother very much
I 1 oved my mother enough
I loved her a little
I didn't love her at all.
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II. Adolescent Period —These questions are about your adolescent years—
Ages 13-18 years.
19.
What kind of high school did you attend?
public school
religious private school
non-religious private school
vocational school
20.
Which one of the following curricula is most like the one you
were involved in high school?
college preparatory: a program that gives you credit and
training needed towards a regular 3.S.
conmercial or business: a program that prepares you to work
as a secretary or bookkeeper, etc.
vocational or industrial arts: a program that prepares you
to work in a factory, enter a trade school or become an
apprentice.
other (what?)
21.
Your grades in all courses in high school were:
all A's or equivalent
mostly A's
mostly B's, or equivalent
mostly 3's, C's or equivalent
mostly C's, D's, or equivalent
mostly D's or below, or equivalent
22.
How bright or intelligent did you think you were in comparison
with your friends ?
among the brightest
above average
average
below average
among the lowest
23.
How bright or intelligent did you think you were in comparison
with your siblings?
among the brightest
above average
average
below average
among the lowest
-5-24.
Name two skills/actlvitles which you enjoyed most and excelled In
during these years (academic/non-academic, social, recreational,
etc. )
.
1
.
2
.
25.
What profession or vocation did you expect to be engaged In as
an adult.26.
What profession or vocation did you want to be engaged in as
an adult?
27.
Of the people you talked with about your future plans, after high
school, whose advice did you value the most? Second most?
[rank 1 ,2]
a father (stepfather/guardian)
b. mother (stepmother/guardian)
c. brother or sister
d. adult friend of family's
e
.
a cousin, aunt, uncle, grandparent, other relative
f. school counselor or advisor
g.
teacher, principal
h. clergyman (priest, minister)
i. friends your own age
i. older friends
-6 -
As an adolescent, "did you belong to
were you in this group?" "Who usually participated
?"
"How active a member
in this group with you?"
Group Member
Yes No
Active Other
Participants
Leadership office
held
28. Informal neighbor-
hood groups,
children who did
things together.
29. Informal school
groups, children
from the same
school who did
things together.
30. Sports clubs
(YMWCA, Boys/
Girls) teams.
31. Rel igiou^ church
(choir, etc.)
charitable
groups.
32. Youth programs
(not just sports)
Boys/Girl Scouts,
Fresh Air Camp.
1
1
j
1
33. Social groups such
as fraternities,
sororities, etc.
i
I
i ;
1
t i
34. Political groups
or organizations. 1
|
i
i
35. Hobby groups or
class groups in
dramatics, band,
arts, crafts, etc.
i
Active: Other Participants :
1 . rarely active
2. not very active
3. fairly active
4. very active
5. extremely active
1. family
2. brothers
3. sisters
4. extended family (cousins, aunts,
grandparents)
5. friends
6. other children
[show activity scale and other participants card A]
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COLLEGE AND PROFESSIONAL TRAINING YEARS—These questions are about the years
following high school that you prepared for your career,
commonly ages 18-30 years.
36.
After high school did you:
a.
b.
“
c.
"
d.
"
e.
'
f~
g-'
h.
_attend a vocational school
_attend a business or comnercial school
_attend a college, part-time
"attend college, full-time
Join the military [proceed to #57]
_begin working full-time
_begin working part-time
two or more of the above
[proceed to #54]
College/Training School:
37. What school did you attend?
38. What was your major area of study?
39. Approximately what was the sexual (gender) composition of the
school you attended?
Male %
Female %
40. What was the racial composition of your school?
Black %
White %
Other %
41. What type of vocational school /col lege did you attend?
public school
religious private school
non-religious private school
42. Did you complete your program of study or training without
interruption?
yes
no [Go to question #54]
43. (If yes) What was the certification or degree received?
BA/BS
A. A.
Other
In what discipline were you awarded a degree?44.
-8-
45.
Using a scale from 1 to 6 Indicate how important each of the following
was in your choice of a career.
good income to start within a few years
job security and permanence
work that is important to you
freedom to make your own decision
prestige and respect in your conmuriity
opportunity for promotion and advancement in the long run
opportunity to Improve the quality of life for Black folks
meeting and working with sociable, friendly people
proving yourself capable and able to succeed in spite of
your oppression
other
1. extremely important 4. neither important nor unimportant
2. very important 5. unimportant
3. important 6. not at all important
[Show importance scale card B]
46.
Your grades in all courses in vocational school/college were:
a. all A's or equivalent
b. mostly A's or equivalent
c. mostly B's or equivalent
d. mostly B's, C's or equivalent
e. mostly C's, D's or equivalent
f. mostly D's or below, or equivalent
47.
Of the people you talked with about your future plans, whose advice
did you value the most? second most? [rank 1,2]
a. father (stepfather/guardian)
b. mother (stepmother/guardian)
c. brother or sister
d. adult friend of family's
e
.
a cousin, aunt, uncle, grandparent, other relative
f. school counselor or advisor
g.
teacher/dean
h. clergyman (priest, minister)
i
.
friends your own age
j spouse/mater
k older friends
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48. Of the people you talked with during this period who gave you the most
moral support ? second most?
a. father (stepfather/guardian)
b. Mother (stepmother/guardian)
c. brother or sister
d. adult friend of family's
e. a cousin, aunt, uncle, grandparent, other relative
f. school counselor or advisor
g.
teacher or dean
h. clergyman (priest, minister)
i. friends your own age
j
spouse/mate
k. older friends
49. Did you go on to graduate school? What year?
Yes No Year
50. What school did you attend?
51.
What was your area of study?
52.
What was the degree received?
a. MBA
b. MA/MS
c. Doctorate (Ph.D., Ed.D., D. Ph.)
d. MSW
e. MPH
f
.
Other
53.
(If no) Which of the following is most like your reason for leaving
school before completion of your program of study?
a.
b.
c.
d.
e.
f.
9 -
h.
financial reasons, not enough money
'got married
had a child(ren)
'became disinterested in school
was offered a challenging position
was drafted into the military
'combination of two or more of the above
'other
(what?
)
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54. Did you ever return to school?
yes
no
55. After how long? years months
56. When you returned to school you received what degree of certification?
BA/BS
A. A. •
Other
[Return to question #37.]
MILITARY
57. Which of the following was the most important reason for vour ioininn
the military?
you were drafted
had good training opportunities
your friends joined
travel and adventure
prestige and glory
couldn't find job
couldn't afford school
other
58. In which branch of the military did you serve?
Army
Air Force
Marine Corps
Navy
Coast Guard
[Return to question #54]
Now that you're thinking about your training years in retrospect:
59.
What experience did you have then that's most helpful to you now?
[That you would repeat given the opportunity.]
60.
What experience did you have then that's least helpful to you now?
(That you would not repeat given the opportunity.]
61 . Is there anything you can think of now that you wish you had experienced
then? If so, what?
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EMPLOYMENT YEARS--Tell me what year, job title, organization and general
responsibilities of the jobs you've held from present
to past.
Year Job Title Orqani zation General Responsibilities
i
!
|
1
i
i
1
1
1
i
1
|
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62.
What [one] factor has contributed most to your career progress?
63.
What [one] factor has most hindered your career progress?
64. Did you have a mentor [a loyal advisor]? Yes no
If so, who?
65. Do you experience any differences in interactions with your
subordinates depending on their race? Please comment.
66.
Do you experience any differences in interactions with your
subordinates depending on their sex? Please comment.
67.
Do you experience any differences in interactions with your peers
depending on their race? Please comment.
68.
Do you experience any differences in interactions with your peers
depending on their sex? Please comment.
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69.
Using a scale 1 to 6 indicate how satisfied you are that each of thefollowing is now connected with your present management position.
good Income
job security and permanence
work that is important to you
freedom to make your own decisions
prestige and respect in your community
opportunity for promotion and advancement in the long run
opportunity to improve the quality of life for Black folks
meeting and working with sociable, friendly people
proving yourself capable and able to succeed in spite of
your own oppression
other
1 . extremely satisfied 4. neither satisfied nor unsatisfied
2. very satisfied 5. unsatl sfied
3. satisfied 6. very unsatisfied
[Show satisfaction scale card C]
70.
What has been your greatest career reward?
71.
What has been your greatest career hardship?
72.
What do you think is your next career move?
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QMN FAMILY SITUATION—These questions are about your childhood years, ages
0 through 12 years.
73. Tell me the members of your family?
74. What was the year of birth of each person? Living/deceased.
75. Does anyone else live in your home? Who?
76. What are the occupations of each person?
77. How many years of education did each person complete?
78. Where do you and your family live?
Town State
79. Is this considered a rural
,
urban
,
or suburban
comnunity?
Family Member Year of Birth A1 ive/Deceased ^Years of Educ.l
Appropriate
Occupation
1
*
|
I
1
•
1
80 .
81 .
82 .
What year were you married?
Have you been divorced?
Have you remarried?
When?_
When?
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83. If divorced, do children by former marriage live with you?
Yes No
84. What is the racial /ethnic group of which your spouse is a member:
Euro-American
Afro-American
Asian-American
Native-American
Latino
Other
85. How does your mate feel about your career?
86.
In every family somebody has to decide such things as where the family will
live and so on. Many couples talk such things over first, but the final
decision often has to be made by the husband or the wife. For instance,
who usually makes the final decision about what care to get?
a. husband always
b. husband more than wife
c. husband and wife exactly the same
d. wife more than husband
e. wife always
f
.
children
g.
wife and children
h. husband and children
i everyone
j
.
other
[Show card D.]
87. Who usually makes the final decision about whether or not to buy some
life insurance?
88. Who usually makes the final decision about what house or apartment
to take?
89. Who usually makes the final decision about what job your husband
should take?
90. Who usually makes the final decision about whether or not ^ou should
go to work or quite work?
91. Who usually makes the final decision about how much money your family
can afford to spend per week on food?
92. Who usually makes the final decision about what doctor to have
when
someone is sick?
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93. Who usually makes the final decision about when and where to qo on a
vacation? s
94. Who usually makes the final decision about how many children you
would have? J
We would like to know how you and your husband/wife divide up some of thefamily jobs. Here is a list of different ways of dividing up jobs.
a. husband always
b. husband more than wife
c. husband and wife exactly the same
d. wife more than husband
e. wife always
f. children
g. wife and children
h. husband and children
i . everyone
j. other
95. Who does the grocery shopping?
96. Who does the evening dishes?
97. Who straightens up the living-room when company is calling?
98. Who mows the lawn?
99. Who shovels the sidewalk?^
100. Who repairs things around the house?
101. Who keeps track of the money and the bills?
102. Looking back over the past are there any decisions you seriously
regret having made?
3
Looking back over your past what do you consider to be your greatest
accomplishment?
-17-104.
Are there any services or information which you think would facilitate
your further professional /career development?
105.
What information and services do you think would be helpful to
facilitate the entrance of other Blacks (women) into this field?
106.
Are you involved in the Black coimunity where you work or live?
Yes No If so, when?

